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Foreword 

The Office of Migrant Education (OME) is pleased to provide this update to the  Migrant Education 

Program Identification and Recruitment Manualñan essential resource for migrant educators 

nationwide.  

This publication is an integral part of OMEõs Identification and Recruitment (ID&R) Initiative, which 

was established in 2000 to help states conduct timely and accurate identification and recruitment of 

eligible migratory children. This manual was revised to reflect changes to the program enacted in the 

Elementary and Secondary Education Act of 1965 (ESEA), as amended by the Every Student 

Succeeds Act (ESSA).  

Finding and enrolling eligible migratory children quickly and efficiently is the foundation of a strong 

Migrant Education Program (MEP). Migratory families often experience difficulty in receiving 

continuous, high-quality educational services because of their high rate of mobility, cultural and 

language barriers, social isolation, health-related problems, disruption of their childrenõs education, 

and the lack of resources in the areas in which they live and work. Before migratory children can be 

served, however, they must be found and enrolled into the MEP without delay.  

This publication provides technical assistance on how to recruit effectively and how to set up an 

efficient and accurate ID&R system. It is my hope that this comprehensive resource will help renew 

the commitment of all MEP recruitment staff to the timely and proper ID&R of eligible migratory 

children.  

I appreciate the dedication and service of all who work each day on behalf of migratory children and 

their families. It is more crucial than ever that we use every available resource and innovative 

strategies to identify and serve the children of our hard-working migratory farm workers and fishers. I 

look forward to continuing our work together to strengthen this gateway to the provision of vital MEP 

services. 

 

Lisa Gillette 

Acting Director 

Office of Migrant Education 

U.S. Department of Education 

Washington, D.C. 
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Preface 

Purpose  

The Migrant Education Program (MEP) National ID&R Manual is designed to assist state educational 

agencies (SEAs) in developing state identification and recruitment (ID&R) systems for the MEP, 

thereby correctly implementing the MEP statute and regulations. The SEA is responsible for the 

proper and timely ID&R of all eligible migratory children in the state, including documenting the 

reason why each child has been determined to be eligible for the MEP. Part I of this manual provides 

general information and advice regarding the recruiterõs role in the ID&R process and in ensuring the 

correctness of eligibility determinations. Part II of this manual provides general information and 

advice regarding the state and/or regional administratorõs role.  

This manual is not intended to be prescriptive. The examples provided in this document should not 

be viewed as the "only" or the "best" way to identify migratory children. Instead, they are provided as 

tools to help practitioners consider the range of options available and to stimulate thinking about 

this topic. This document is one of many resources for SEAs and local operating agencies (LOAs) to 

use as they determine how best to identify and recruit eligible migratory children in a manner 

consistent with the requirements of the Elementary and Secondary Education Act of 1965 (ESEA), as 

amended by the Every Student Succeeds Act (ESSA). While users of this manual may wish to utilize 

or adapt the information presented here, they are free to develop their own approaches that are 

consistent with applicable federal statutes and regulations.  

This manual is meant to be read in conjunction with the following companion documents: 

¶ the authorizing statute  

¶ the applicable regulations  

¶ the  Non-Regulatory Guidance for Title 1, Part C, Education of Migratory Children (NRG) 

¶ the U.S. Department of Educationõs (ED) guidance on other federal programs that are 

relevant to the MEP (such as Title I, Part A, and Title III)  

¶ state requirements, policies, and guidance 

The statute and regulations are binding on both ED and its grantees and cannot be changed outside 

of the reauthorization and regulatory processes. By comparison, policy guidance is not binding on 

grantees. Therefore, SEAs may adopt policies and procedures other than those found in the MEPõs 

NRG or this technical assistance manual, provided that they reflect reasonable interpretations of the 

MEP statute and ED regulations. Words in the NRG and this manual like òmustó and òshalló are used 

to indicate statutory and regulatory requirements. 
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States are responsible for making decisions regarding the best way to operate the MEP consistent 

with federal and state regulations. It is critical that staff at the SEA and local level realize that they 

should not continue practices simply because they are based on longstanding policy, but rather 

should adjust to current needs, research and experience with what works. 

The National ID&R Manual is meant to provide general advice on ID&R.  

Audience. The primary audience for this manual is SEA administrators. However, it should also be of 

interest to ID&R coordinators, ID&R contractors, regional administrators (the individuals who 

administer ID&R within each state), local administrators, recruiters, home-school liaisons, and 

advocates for migratory children and youth. Part I of this manual explains the major duties and 

responsibilities of the recruiter. Part II discusses the administration of an ID&R system. Recruiters 

and administrators should read their own section of the manual as well as their counterpartõs in 

order to understand the full scope of responsibilities. Although Part I and Part II can be read 

separately, reading both parts together helps to provide a more complete understanding of a MEP 

ID&R system.  

Organization. This manual is organized as follows: Chapter, Section, Subsection, and Paragraph 

Header. Below is an example of how information is visually organized: 

  

Chapter 1. 

Section 

Subsection. The recruiter is responsible for interviewing children, families, and youth to 

determine if they are eligible for the Migrant Education Program. 

Paragraph Header. The recruiter is responsible for interviewing children, families, and  

youth to determine if they are eligible for the Migrant Education Program. 

Style. This manual follows the conventions of the Publication Manual of the American Psychological 

Association. 
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Background  

Every Student Succeeds Act. The Every Student Succeeds Act (ESSA) reauthorized the ESEA. A key 

purpose of the ESEA, as amended by the ESSA, is to provide all children with the opportunity to 

obtain a high-quality education that will enable them to meet the same challenging academic 

standards in their state that all children are expected to meet.  

The Migrant Education Program. The MEP is authorized by Title I, Part C of the ESEA, as amended. 

Under the MEP, ED provides formula grants to SEAs to establish or improve education programs for 

migratory children. The general purpose of the MEP is to ensure that migratory children fully benefit 

from the same free public education provided to non-migratory children. To achieve this purpose, the 

MEP provides financial support to SEAs and LOAs to address the unique educational needs of 

migratory children, including preschool migratory children and migratory children who have dropped 

out of school. In order to meet the goal of supporting the academic success of eligible migratory 

children, the MEP must first identify and recruit these children.  

Primary Goal of the MEP. The primary goal of the MEP is to help ensure that all eligible migratory 

children meet challenging academic standards AND graduate with a high school diploma or complete 

a High School Equivalency Diploma (HSED) that prepares them for responsible citizenship, further 

learning, and productive employment. 

ID&R Initiatives and Research. Since the MEP began in 1966, many states and educational 

organizations have produced publications that describe the ID&R process and provide useful 

suggestions and tools. Some of the most well-known national efforts include:   

¶ 1981. The Migrant Education Recruitment and Identification Taskforce Project (MERIT) 

developed tools for ID&R, such as a national identification document and other training 

materials. ED provided funding for this effort through a grant awarded to the Indiana 

Department of Education under former section 143 of the ESEA.  

¶ 1986. The Louisiana Department of Education published the Systemic Methodology for 

Accountability in Recruiter Training Manual (the SMART Manual). ED provided funding for this 

effort through a grant under former section 143 of the ESEA.  

¶ 1989. The Pennsylvania MEP produced four ID&R publications: (1) a guide for recruiters, (2) 

a guide for administrators, (3) a reference supplement, and (4) a research report entitled The 

Effects of Migration on Children: An Ethnographic Study. ED provided funding for this effort 

through a grant under the former section 143 of the ESEA. 
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How to Use the Manual 

Language. Although ease of reading and clarity were important in the development of this manual, 

the text may present some difficulties, particularly for those who speak English as their second 

language (ESL). Because this is a technical manual, the language has not been modified; however, 

language accessibility has been taken into consideration in developing the National ID&R 

Curriculum, which supplements this manual.  

Chapter Learning Objectives. Learning objectives are included at the beginning of each chapter. The 

lists of objectives will offer the reader a preview of the material covered in each chapter as well as a 

tool to enable the reader to self-check to see if he or she has understood the major concepts in the 

chapter. Checklists that mirror the learning objectives in each chapter and depict concrete action 

steps that recruiters and administrators should take after mastering the material in the National 

ID&R Manual are provided in Appendix XVI.  

Lessons Learned. In recognition of the experience of the ID&R community, OME has interspersed 

òlessons learnedó from veteran ID&R staff throughout the manual. Lessons learned reflect advice 

regarding both strategies to adopt and pitfalls to avoid. These lessons learned help new and veteran 

recruiters benefit from the experience of others. 

Tips from MEP Staff. Throughout the manual, the reader will see quotations that are indented and 

italicized. These quotations are often tips, pieces of advice, or ògood ideasó from MEP practitioners. 

Some are taken from state and past federal manuals, which are referenced. Others represent 

powerful ideas heard from recruiters and administrators at meetings and forums. In some cases, the 

wording has been changed to make the idea clearer. 

Resources and References. Appendix XVII: Resource and Reference List includes citation information 

for and links to resources referenced in the manual, including general resources, useful websites, 

and resources referenced in specific chapters and appendices of the manual. While hyperlinks are 

included in the chapters and appendices, readers will find a complete listing in Appendix XVII. 

Children and Youth. For purposes of this manual, the term òchildó refers to any individual who is not 

older than age 21 or is not yet at a grade level at which the local education agency provides a free 

public education as defined in section 1115(c)(1)(A) of ESEA, as amended, and 34 CFR 

§ 200.103(a).1 However, readers should be aware that the term òchildó as it is used in the manual 

includes children, youth, and perhaps even young adults.  

Recruiter. For purposes of this manual, the term òrecruiteró refers to any individual who gathers facts 

for a determination of a childõs eligibility for the MEP.  

                                                      
1 Section 1304(c)(2) of the ESEA requires each SEA to implement its MEP program and projects in a 

manner consistent with the objectives of section 1115(b) and (d) of the ESEA. To be consistent with 

1115(b) and (d), a MEP participant must also meet the eligibility requirements described in 

1115(c)(1)(A) of the ESEA.  
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Part 1: The Recruiter Manual
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Chapter 1. Background and Overview of the 

Migrant Education Program 
 

Chapter 1 Learning Objectives 

The recruiter will learn 

¶ the common characteristics of migratory agricultural workers and migratory fishers; 

¶ the purpose of the MEP; 

¶ who is eligible to be recruited into the MEP; 

¶ the importance of finding migratory children;  

¶ how the MEP is organized; and 

¶ how important the recruiter is to the ID&R process. 

 

Children of Migratory Farmworkers and Fishers 

Pedro is in his second school this academic year; his family moved from Texas to 

Michigan to harvest cherries. 

Nancy was a freshman in high school last year, but now she has left school to pick 

apples with her father.  

Thelma dreams of being a nurse someday, but knows sheõll never have enough 

credits to graduate from high school because her family keeps moving back and 

forth from California to Oregon. 

These are the children of Americaõs migratory workers, and their education suffers as a consequence 

of their familyõs mobile way of life. The purpose of the MEP is to locate these children, determine 

whether they are eligible for the program, and, if so, provide them with the supplemental 

instructional and support services they need to succeed in school. 

Our nationõs economy depends upon workers who perform a variety of temporary and seasonal jobs 

that help produce, harvest, and process crops, livestock, poultry, fish, shellfish, dairy, and other 
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agricultural products. The workers who fill these jobs are often forced to piece together a number of 

agricultural or fishing jobs to make a living that will sustain them and their families throughout the 

year. These jobs are often located far from one another, requiring the worker to move and reside 

temporarily in an area near the work. Due to economic necessity, many workers and their families 

migrate back and forth from a home base2 to locations where they can obtain one or more of these 

temporary or seasonal jobs. The workers who move in search of such work are known as òmigratoryó 

agricultural workers or fishers. 

Migratory agricultural workers and fishers share a number of common characteristics that pose 

significant challenges in their lives:  

¶ They repeatedly relocate for work due to economic necessity. 

¶ They are often isolated from services. 

¶ They are òworking pooró as a result of the low wages they are paid for their labor.  

¶ They often reside in sub-standard living conditions. 

¶ They frequently have low levels of education. 

¶ They are subject to inadequate or non-existent health care. 

¶ They often feel isolated from the larger community because they come from a different 

culture and frequently speak a language other than English (some speak indigenous 

languages, making it difficult to find interpreters and translated materials). 

¶ They often move to and from other countries (especially Mexico). 

¶ Many live in fear due to documentation and legal status issues. 

¶ These characteristics and life experiences create unique educational circumstances for the 

children of migratory workers and young migratory workers who move regularly. 

¶ Migration means changing schools, teachers, and curricula, and often chronic absenteeism 

for school-age children. Changing schools diminishes a studentõs sense of belonging and 

makes it more difficult to participate in the classroom and extracurricular activities.  

¶ Children of migratory workers often have limited opportunities to learn the English language 

because their parents may not be proficient in English. Furthermore, children who spend part 

of the year in countries (and schools) in which English is not commonly spoken do not have 

as much opportunity to learn and practice English.  

¶ Migratory parentsõ low levels of education and socioeconomic status often limit the amount 

and quality of educational support that can be offered in the home.  

¶ Health insurance and wages that ensure adequate access to health care for young children 

and adolescents are not generally provided by temporary and seasonal jobs in agriculture 

and fishing.  

                                                      
2 Many migratory families have a home base or hometown where they live for much of the year. They 

travel or migrate from this home base to other places to work.  
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¶ Because they are temporary residents, migratory workers and their children are often treated 

like outsiders and may face discrimination. This fact may limit their access to services to 

which they are entitled.  

¶ Students may not receive academic credit for courses they have completed when states do 

not have an active system for granting and transferring course credits earned within the 

state, or accepting course credits earned in other states. 

Migratory children are known to be at high risk of school failure due to these characteristics and 

experiences. The unique educational needs that arise from the migratory lifestyle and the challenges 

our nationõs schools face in effectively educating a highly mobile and disadvantaged population keep 

that risk high. 

Migratory out-of-school youth (OSY) who work in agriculture or fishing rather than attending school 

are at an even greater risk of failing to obtain the level of education required to succeed in life. These 

OSY may travel with families, an older relative or crew chief, in small groups, or alone. In the 

Consolidated State Performance Reports (CSPR) for 2014-2015, States identified 35,165 OSY 

eligible for services, which was 10.5 percent of the total population of migrant students identified as 

eligible for services (332,335) (ED, ED Data Express, 2014-2015). OSY face all of the obstacles to 

education encountered by other migratory students, plus additional challenges. OSY are seldom 

connected with the community in which they live, and as a result, the MEP may be their only link to 

education, support, and the medical services they need. 

Purpose of the Migrant Education Program  

In 1966, the U.S. Congress amended Title I of the ESEA to include a new section: Part CñEducation 

of Migratory Children. Through this amendment Congress authorized, for the first time, a program 

that provided states with federal financial assistance to help improve the educational opportunities 

and academic success for the children of migratory agricultural workers. This program was called the 

Migrant Education Program, or MEP. 

The ESEA, as amended by the ESSA, states that the purpose of the MEP is  

1. to assist states in supporting high-quality and comprehensive educational programs and 

services during the school year and, as applicable, during summer or intersession periods, 

that address the unique educational needs of migratory children;  

2. to ensure that migratory children who move among the states are not penalized in any 

manner by disparities among the states in curriculum, graduation requirements, challenging 

state academic standards; 

3. to ensure that migratory children receive full and appropriate opportunities to meet the same 

challenging state academic standards that all children are expected to meet; 

4. to help migratory children overcome educational disruption, cultural and language barriers, 

social isolation, various health-related problems, and other factors that inhibit the ability of 

such children to succeed in school; 
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5. to help migratory children benefit from state and local systemic reforms. (Section 1301 of 

the ESEA, as amended) 

The principal operational goal of the MEP is to ensure that all migratory students meet challenging 

academic standards so that they graduate with a high school diploma or receive a High School 

Equivalency Diploma (HSED) that prepares them for responsible citizenship, further learning, and 

productive employment.  

Who is Eligible for the MEP? 

The MEP was designed to help migratory children find success through education. Preparing a 

preschooler for kindergarten, helping a student learn to read or enhancing their English language 

proficiency, ensuring a childõs promotion to the next grade, and helping a high school student earn 

credits toward graduation are just a few examples of activities that the MEP supports. However, 

before the MEP can provide any services, MEP staff must determine that a child is eligible for the 

MEP. To understand migratory child eligibility, it is important to review the law.  

According to sections 1115(c)(1)(A) (incorporated into the MEP by sections 1304(c)(2), 1115(b)), 

and 1309(3) of the ESEA, and 34 C.F.R. Ä 200.103(a)), a child is a òmigratory childó if the following 

conditions are met: 

1. The child is not older than 21 years of age; and 

a. the child is entitled to a free public education (through grade 12) under state law, or  

b. the child is not yet at a grade level at which the LEA provides a free public education; 

and 

2. The child made a qualifying move in the preceding 36 months as a migratory agricultural 

worker or a migratory fisher, or did so with, or to join a parent/guardian or spouse who is a 

migratory agricultural worker or a migratory fisher; and 

3. With regard to the qualifying move identified in paragraph 3, above, the child moved due to 

economic necessity from one residence to another residence, and 

a. From one school district to another; or 

b. In a state that is comprised of a single school district, has moved from one 

administrative area to another with such district; or 

c. Resides in a school district of more than 15,000 square miles and migrates a 

distance of 20 miles or more to a temporary residence. (NRG, Ch. II, A1) 

Note for the three terms defined in both the statue and program regulations (òmigratory child,ó 

òmigratory agricultural worker,ó and òmigratory fisheró), the statutory definition in the ESEA, as 

amended by the ESSA, takes precedence. In addition, the term òin order to obtainó no longer 

appears in statute, and its definition in 34 CFR § 200.81(d) is therefore no longer applicable.  
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Children who fit the above definition are eligible for MEP services. However, only those children who 

are between the ages of three and 22 (i.e., have not had a 22nd birthday) are counted for state 

funding purposes.  

The Importance of ID&R in Determining Eligibility for the MEP 

Working for the MEP means you are affecting the lives of the nationõs most 

disadvantaged children. Without the MEP, no one would be looking out for these 

children.  

Identification means actively looking for and finding migratory children and youth. Recruitment 

means making contact with the family or youth and obtaining the necessary information to document 

the studentõs eligibility and enroll them into the MEP. 

The ID&R of migratory children is essential because the SEA must create a record of eligibility for 

each migratory child before he or she can receive any of the MEPõs educational or supportive 

services. The longer it takes a state to find a migratory child, the more time passes before the child 

receives the extra services he or she needs to succeed. Furthermore, the children who are most in 

need of MEP services are often the most difficult to find. Migratory children who are not identified 

may experience problems such as delays in placement or incorrect school assignment; failure to 

count partial credits or inappropriate course sequence for graduation from the studentõs home-

based school; and obstacles to receiving necessary supplemental services. Even if an individual 

migratory child does not receive direct services, it is important to identify all migratory children so 

their needs can be assessed and monitored to plan future services if a need does arise.  

Effective ID&R is a challenge for the MEP. The proper and timely ID&R of migratory children may be a 

difficult task for a number of reasons: 

¶ Not all temporary or seasonal workers are eligible for the MEP because the worker must 

have moved due to economic necessity from one residence to another and from one school 

district to another and have (1) engaged in new qualifying work soon after the move, or (2) if 

the worker did not engage in new qualifying work soon after the move, actively sought such 

employment and had a history of moves for qualifying work. The eligibility requirements for 

the MEP require strong analytical skills to properly evaluate eligibility.  

¶ Migratory families are inclined to be self-sufficient and are not accustomed to seeking help 

outside of their own circle of family and friends.  

¶ Children of migratory workers are often invisible, quietly coming and going, and not attracting 

much attention in a new community. If these children are not actively recruited, many would 

not be in school (they may accompany their parents to work or be left alone at home) or 

receive services from the MEP. 

¶ Finding and recruiting many OSY who travel without their families or in groups of OSY is 

especially challenging. The traditional in-school recruitment model is not feasible because 

this population has no contact with the school district. Recruitment of OSY is most successful 
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when it occurs at work sites, in the field, and at businesses where these youth work, as well 

as in housing where they live.  

¶ Migratory families often do not speak or read English or are English language learners (ELLs), 

and some are not literate in their native language.  

¶ Frequently, there are significant cultural barriers and misunderstandings between the 

migratory family and the community in which they reside.  

¶ The places where migratory families work and reside are often located in remote areas, and 

employers may be uncomfortable if their employees have outside visitors during the workday. 

Employers may also discourage outside visitors because of concerns about liability, 

productivity, or the legality of their workers. 

¶ There is considerable turnover in migratory agricultural and fishing work. The work is often 

difficult, dangerous, and, under the best circumstances, results in only modest wages. Living 

conditions in farmworker camps and other temporary, poorly maintained housing can be 

hard on all of the family members. Yet, while many migratory workers move into easier and 

more stable employment, others remain in or re-enter the migratory labor pool because they 

view the temporary or seasonal work in agriculture or fishing as their only employment option 

in the workforce.  

¶ The MEP may not be able to serve all migratory children; the children may not currently need 

supplemental academic help or they may not be deemed a priority for service. Therefore, 

some families may not see an immediate benefit to their child being identified and may forgo 

the process.  

For these and other reasons, the MEP needs to employ trained staff to identify and recruit migratory 

children. These staff members are usually called òrecruiters,ó and they receive extensive training in a 

basic set of procedures on how to find and recruit migratory children for the MEP.  
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Organization of the MEP  

There are many state MEP organizational structures. An example of an MEP structure is found below 

in Figure 1. While the MEP is administered by a single office (OME) within ED, organizational 

structures below the federal level differ from state to state. Throughout the country, staff works on 

the MEP at the local, state, and federal levels.  

Figure 1. A Typical MEP Organizational Structure 

 

Role of Federal MEP Staff. OME administers the MEP nationally and provides guidance and support 

to SEAs that receive grants. The OME has several responsibilities, including providing national 

leadership, conducting special initiatives, helping ED to calculate state MEP allocations, monitoring 

state programs for compliance with federal requirements, collecting and analyzing student 

performance data, developing regulations and guidance, and providing technical assistance on how 

to implement the MEP. A federal program officer (i.e., contact person) is assigned to each state to 

assist and monitor its implementation of the MEP.  

The OME has developed Non-Regulatory Guidance (NRG), a policy document that is written in an 

easy-to-follow question-and-answer format to help SEAs and LOAs understand the requirements that 

apply to the MEP and to suggest ways to implement them. As statutory or regulatory requirements 

change, OME updates the NRG to help clarify the policies as they relate to the MEP. Recruiters are 

strongly encouraged to study the Chapters II and III of the NRG on òChild Eligibilityó and 

òIdentification and Recruitment.ó  

Role of State MEP Staff. ED awards MEP formula grants to SEAs, which are solely responsible for the 

operation and administration of the program; most SEAs subgrant a portion of their MEP grant to 

LOAs, which help SEAs administer and operate the program. At the state level, most states have a 

MEP Director who is responsible for overseeing all aspects of the administration of the program, 

including the stateõs ID&R system. The MEP Director may also have program responsibilities for 
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other federal programs. The focus of the state MEP Director is to provide overall leadership and 

direction for the state as a whole, and to ensure that local programs comply with all applicable laws 

and other requirements. The state is responsible for finding and enrolling migratory children from 

across the state, for determining their unique needs, and for developing a service delivery plan that 

uses resources in an equitable and effective manner. Most states also have ID&R Coordinators who 

provide statewide leadership and guidance to recruiters. When a recruiter asks a question that 

cannot be answered at the local level, the recruiter should raise the question at the state level for a 

response. It is important to recognize that each state has its own policies and procedures regarding 

chain-of-command and how to address questions and concerns. The recruiter should check with an 

immediate supervisor to learn the protocols in his or her state. 

Role of Local MEP Staff. At the LOA level, the emphasis is on finding and serving individual migratory 

children. The recruiter, perhaps with assistance from other local staff, finds migratory children, 

determines whether they are eligible for the MEP, and helps connect them with appropriate services. 

Once the child is identified and the childõs needs are assessed, educators and others at the district 

level who serve migratory children may provide extra services that are beyond those offered by the 

local school. For example, MEP teachers and tutors may provide in-home tutoring, after school 

coursework, or summer programs. Migratory children may also be eligible to receive services through 

other programs serving migratory students, such as 

¶ The High School Equivalency Program (HEP), under which ED provides competitive grants to 

colleges, universities and non-profit organizations to help migratory and seasonal 

farmworkers and their immediate family members who are 16 years of age or older to obtain 

a HSED certificate or equivalent to gain employment, enter postsecondary education, or the 

military. 

¶ The College Assistance Migrant Program (CAMP), under which ED provides competitive 

grants to grants to colleges, universities and non-profit organization to help migratory and 

seasonal farmworkers and their immediate family members complete their first 

undergraduate year of study in a college or university.  

Local school districts that receive a subgrant from the SEA to serve migratory children are 

responsible to the state MEP. When a recruiter or anyone else at the local level has a question or 

needs support, the recruiter should turn to an immediate supervisor for assistance. The supervisor 

may be an ID&R staff member or a local program coordinator who has broader duties. Local projects 

are often asked to gather local data for the state for evaluation purposes and also to inform state 

decision makers.  
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Conclusion 

The MEP helps meet the academic needs of an important and often overlooked sector of our society: 

migratory children. If it were not for the efforts of the MEP at the local, state, and federal levels, 

migratory children might remain invisible. In many cases, migratory children would not be identified 

or served if MEPs did not employ a network of recruiters to find and enroll them into the program. 

Without a record of eligibility, these children would not be able to receive the additional services they 

need to be successful. There are many layers of support at the local, state and federal levels of the 

MEP, so the recruiter should never feel that he or she is alone. 
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Chapter 2. The MEP Recruiter 
 

Chapter 2 Learning Objectives 

The recruiter will learn 

¶ the characteristics of a successful recruiter; 

¶ the recruiterõs basic duties and responsibilities; 

¶ how personal emotions can affect the recruiterõs behavior toward needy families and 

youth; 

¶ the importance of knowing what services the recruiterõs local MEP provides; and 

¶ that recruitment is a team effort. 

 

Recruitment Duties and Responsibilities  

A good recruiter is determined more by his or her aptitude and attitude toward 

performing the unique responsibilities of the job than by any formal educational 

process. 

Recruiters are very important because they often serve as the first contact between a migratory 

family or youth and the local school district, as well as the community at large. Also, for OSY, the 

recruiter may be the first direct contact with someone outside of their work crew. The initial contact 

is crucial because it provides the recruiter with the opportunity to determine whether the child may 

be eligible for the MEP. During this visit, the recruiter also sets the tone for the home-school 

relationship. It is the responsibility of the recruiter to be helpful without allowing the family or youth 

to become overly dependent on his/her assistance. The recruiter is often considered an ambassador 

in the eyes of migratory parents, the school district, agricultural employers, and the community. For 

example, a bilingual recruiter may be instrumental in explaining important school policies to a 

migratory family and may be an important connection for an OSY to educational and social service 

opportunities. In this way, the recruiter is the main link between the migratory family or youth and the 

MEP and other resources. 

The recruiterõs primary job is to find and enroll eligible migratory children into the MEP. Locating 

migratory children can be hard work, and the recruiter must become skilled at performing a range of 

duties and adapting to situations to be successful. While recruiting migratory children is the 
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recruiterõs primary responsibility, he or she also often plays an important role in helping to ensure 

that these children receive vital educational and social services. Thus, while òrecruiteró is the most 

commonly used term to describe this staff position, other terms used include  

¶ advocate    ·    school liaison  

¶ home visitor    ·    community liaison 

¶ recruitment specialist   ·    outreach worker 

¶ interviewer     

The MEP recruiterõs primary responsibilities include the following: 

¶ learning the MEP eligibility requirements 

¶ establishing and maintaining a recruitment network 

¶ becoming familiar with locations where migratory families and youth live and work 

¶ finding migratory children and their families and youth  

¶ explaining the MEP to migratory families and youth 

¶ interviewing migratory families and youth 

¶ making preliminary determinations on the eligibility of the child and youth 

¶ completing the Certificate of Eligibility (COE)  

¶ collecting child eligibility and other basic program data 

¶ implementing state quality control procedures  

¶ following ethical standards and confidentiality laws 

¶ facilitating communication among migratory families, schools, agricultural  

employers, and the community 

The recruiter often has job responsibilities beyond ID&R. For example, the recruiter may help  

migratory families navigate the unfamiliar, and sometimes unfriendly, environment that families  

might encounter in a new community. As mentioned previously, the recruiter may also work as an 

advocate, translator, home-school liaison, or parent involvement coordinator.  

Characteristics of a Successful Recruiter 

Great recruiters are made, not born. If a recruiter doesnõt feel ready to do the job, the 

recruiter should work with a supervisor to identify and develop the skills needed to 

be successful.  

Experienced ID&R coordinators say that, as a general rule, it takes about three years for a recruiter 

to fully learn the job. The specific skills required to be a great recruiter are developed over time using 
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strategies such as those described in Chapter 3. If the recruiter does not initially possess these 

skills, the supervisor can help the recruiter cultivate them. 

When ID&R coordinators and MEP administrators are asked about òa great recruiteró or òtheir best 

recruiter,ó certain characteristics emerge. A great recruiter is able to 

¶ make correct eligibility decisions, 

¶ document child eligibility accurately and clearly, 

¶ manage time wisely,  

¶ work independently, 

¶ remain flexible and adapt to a constantly changing environment, 

¶ relate well to others and gain their trust, 

¶ create positive relationships with agricultural employers, 

¶ use effective interviewing (i.e., questioning) skills, 

¶ maintain appropriate relationship boundaries, 

¶ follow confidentiality laws, 

¶ demonstrate personal integrity, and 

¶ speak local migratory familiesõ native language and exhibit cultural sensitivity.  

Few recruiters come to the job with all of the skills that make a great recruiter. Effort, enthusiasm, 

and a willingness to learn are necessary. Although it may take a number of years to be considered 

great, it is within the grasp of every recruiter to achieve excellence.  

Lessons Learned: Recruiter Roles & Responsibilities 

Each recruiter has stories about things that went wrong or that could have been done differently in 

carrying out his or her roles and responsibilities. These lessons learned may help the new recruiter 

avoid pitfalls that experienced recruiters have faced.  

Know About the Local MEP. The recruiter must know more than just recruitment. As stated earlier, 

the recruiter is often the face of the MEP to families, OSY, schools, and the local community. A 

recruiter is also a champion for the MEP. A migratory family will often ask the recruiter questions 

about MEP services that the school and other programs offer, such as does the MEP offer a pre-

school program, is there a summer school, are dropouts eligible for the MEP, and what programs are 

available to help my son/daughter graduate? The recruiter should learn about the MEP and other 

school and community programs that migratory children and families are eligible to receive.  

Develop A Recruitment Network. A recruitment network is a system of contacts, including 

individuals, agencies, and other institutions, that provide information on how to identify and locate 

potentially eligible children. Establishing a recruitment network and developing a strong working 

relationship with each member of that network is an important way of finding migratory children who 
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may be eligible for MEP services. When done properly, a recruitment network can serve as the eyes 

and ears of the recruiter. Key sources of information include employers, schools, community-based 

agencies, commercial establishments, and others. The recruitment network is further explained in 

Chapters 4 and 5.  

Determine Work Priorities. The recruiter often has many roles. If the recruiter is expected to recruit 

and do other work for the MEP, the recruiter should determine the work the supervisor considers the 

highest priority and allocate time accordingly. For example, the recruiter, with guidance from the 

supervisor, may need to decide which of the following activities would be most productive: attending 

a job fair to recruit, staying in the schoolõs main office to meet new families that may be eligible for 

the MEP, knocking on doors to canvass for new families, or translating at the MEP after-school 

program. In order to prioritize, the recruiter will need to assess which of these activities provide the 

greatest benefit to the MEP.  

Give the MEP Its Due. If a recruiter is paid by more than one funding source, the recruiter should ask 

an immediate supervisor how much of his or her time is paid from MEP funds and how many hours 

per week should be spent on ID&R activities. The recruiter should then devote that amount of time to 

MEP work. If the school asks the recruiter to spend MEP time on work that does not directly benefit 

the MEP (e.g., playground or lunchroom duty or translating for non-migratory parents), the recruiter 

should respectfully decline. If the school insists that the recruiter spend MEP-funded time on non-

MEP work, the recruiter should contact a supervisor. Similarly, a recruiter who works full-time for the 

MEP should guard his or her time to make sure all work activities benefit the MEP. 

Ask Questions. There are many people who work in the MEP who are willing to help the recruiter do 

the job correctly. If the recruiter has a question or does not understand how something should be 

done, the recruiter should ask someone who is knowledgeable and write down the answer. In this 

way, the recruiter will become increasingly knowledgeable over time.  

Make Ethical Decisions. The recruiter will meet families and youth who have great needs. The 

recruiter may believe that those children need and deserve help, even if they do not qualify for the 

MEP. On the other hand, the recruiter may meet families whose children clearly qualify for the MEP, 

but may not find them as deserving. Because of these feelings, the recruiter may experience internal 

conflict about making accurate eligibility decisions. Each recruiter brings a set of personal beliefs 

and biases to the job; the recruiter will need to put these personal feelings aside in order to make 

objective decisions based on the MEP eligibility criteria.  

Maintain Appropriate Relationship Boundaries. The needs of migratory families can be 

overwhelming to a recruiter. However, it is important for a recruiter not to make promises that 

cannot be kept. The recruiter should exercise caution in assisting needy families and youth with non-

educationally related needs. Good judgment and tact must be used in deciding when and for how 

long to help a family. For example, a migratory family that has recently arrived from another country 

is often more dependent on the recruiterõs guidance, assistance, and support than a family who has 

spent more time in the U.S. The bilingual recruiter may be the only one who can make a school 

appointment for a family, help the family resolve an unpaid medical bill, or direct the family to other 

services in the community. However, there is a fine line between providing support to a family and 

hindering the familyõs ability to become self-reliant. The recruiter should learn when it is appropriate 
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to help a family and when to refer the family to other local services. The best service a recruiter can 

provide migratory families or youth is to help them develop skills that will enable them to become 

increasingly independent.  

Be Aware of Federal, State and Local Requirements. States and LOAs may have their own 

requirements for the recruiter that go beyond the federal requirements. For example, if the vast 

majority of migratory families are of Mexican origin, a state may require the recruiter to know 

Spanish and demonstrate sensitivity to the various cultures of Mexico. Other state-specific 

requirements may include responsibility for knowing and understanding privacy laws and reporting 

suspected cases of child abuse or child abduction. Recruiters also need to become familiar with the 

Family Educational Rights and Privacy Act (FERPA), the federal law that protects the privacy of 

student education records from unauthorized release. While these areas should be part of every 

recruiterõs training, if the recruiter is not aware of FERPA or the applicable state privacy, child abuse, 

or other relevant laws, the recruiter should ask a supervisor.  

Volunteers Expand Services. A well-established volunteer network can provide recruiters with 

resources outside of the realm of MEP funding and can be called into action when a recruiter is 

feeling overwhelmed with service requests. Despite assumptions to the contrary, many people are 

interested in assisting the migratory communityñchurches, students at institutions of higher 

learning, retirees, community members, and various coalitions frequently seek a fulfilling volunteer 

experience. A recruiterõs impact can increase exponentially when working in collaboration with a 

strong volunteer network. 

Remember That a Recruiter Is Not Alone. Being a recruiter can sometimes seem like a lonely job. 

However, ID&R is a team effort. It is important for the recruiter to understand that identifying, 

recruiting, and determining the eligibility of migratory children is the mutual responsibility of the 

recruiter and the ID&R team. When the recruiter has questions or needs help, there are other people 

who work in the MEP at the local, state, and federal levels who can assist. For example, local 

program staff may be able to provide leads on children who may be eligible for the MEP, a 

recruitment supervisor may help in planning recruitment strategies, and state staff may be able to 

assist in resolving eligibility questions. Spending a day in the field shadowing a fellow recruiter can 

also be beneficial to learn new recruiting techniques and get a different perspective from another 

person who understands the challenges facing recruiters.  

Conclusion  

Reaching migratory children and youth is at the heart of the MEP, and the importance of effective 

recruitment cannot be overemphasized. Without a good recruiter, the neediest migratory children 

may not be served. The effective recruiter can become the center of a network that connects 

migratory families and youth to schools and communities. When migratory families trust the 

recruiter, they are much more likely to tell him or her when new migratory families move into an area. 

When growers and other employers trust the recruiter, they are more likely to allow recruitment at 

the employment site and to support the MEP. Recognizing the value of these networks is the 

beginning of great recruiting. Chapter 3 will discuss how the recruiter learns the job.
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Chapter 3. Learning to Recruit 
 

Chapter 3 Learning Objectives 

The recruiter will learn 

¶ that each state has its own requirements for basic training; and 

¶ multiple strategies for building their skills as a recruiter, including 

o becoming familiar with the NRG; 

o reviewing the knowledge and skills needed to identify and recruit migratory 

 children; 

o meeting with his or her supervisor to ask questions, particularly on child 

 eligibility; 

o conducting a òself-checkó of whether he or she understands MEP child 

 eligibility or passing a state certification exam or knowledge check where 

 required; 

o finding a knowledgeable mentor; 

o observing one or more experienced recruiters interview a migratory parent or 

 youth; 

o determining on what topics he or she needs more training and request it; 

o identifying other recruiters to share ideas; 

o arranging to be observed by his or her supervisor; 

o finding out where to go to ask questions; and 

o providing feedback on ways the training can be improved. 

 

Learning about Identification and Recruitment 

To successfully find migratory children, the recruiter must have a clear idea of who to look for and 

the best strategies for finding them. Training both novice and veteran recruiters can be compared to 
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teaching someone to drive a car. Just as a driver education instructor would not put a new student 

driver behind the wheel of a car on a busy road, those who administer the MEP at a state or local 

level should not send a new recruiter out to find and interview migratory families or youth without 

proper instruction and guided practice. Similarly, veteran recruiters, like veteran drivers, may need a 

defensive driving course once in a while to refresh their knowledge and skills.  

The process that a new driver goes through to learn the òrules of the roadó is similar to the process 

that a new recruiter goes through to learn the basic MEP child eligibility requirements. Learning the 

rules of the road generally involves both classroom instruction and independent study, as does 

learning basic MEP eligibility definitions. Likewise, the guided practice that a new driver receives with 

the help of a driver education instructor or parent is similar to what the new recruiter should receive 

under a knowledgeable and experienced recruitment mentor. Finally, before a new driver may 

operate a car alone, he or she must pass a driverõs test. Along the same lines, the new recruiter 

should demonstrate proficiency in recruiting eligible children before being allowed to work 

independently. Some states require the new recruiter to take a certification examination or survey 

that measures the recruiterõs ability to make correct eligibility determinations.  

Furthermore, state and local personnel should not assume that veteran recruiters do not need 

continual training and development. As in some states, where drivers may have to take a vision test 

or a road test to renew their license, veteran recruiters will need to retrain and relearn as laws and 

regulations change. Beyond new laws and regulatory changes, veteran recruiters should seek out at 

least one professional development opportunity a year to enhance skills and knowledge.  

The recruiter and an immediate supervisor should work together to build and maintain the recruiterõs 

knowledge and skills. This chapter will discuss the general knowledge and skills of ID&R, the types of 

training a recruiter might receive, and other strategies to help the recruiter learn, or relearn, the job 

of ID&R. 

Knowledge and Skills of Identification and Recruitment 

OME has developed the National ID&R Curriculum that identifies the core knowledge and skills that 

it believes a recruiter needs to master in order to properly identify and recruit migratory children and 

make preliminary eligibility determinations.  

The National ID&R Curriculum consists of eight modules, each based on one or more chapters of the 

National ID&R Manual. The content of each module is taught through research-based instructional 

strategies designed to meet the needs of all learners. Participants will use the four modalities of 

recruiting (reading, writing, listening, and speaking) to process the content being delivered, and the 

trainer will facilitate the learning process by actively monitoring, questioning, and clarifying, when 

needed.  

Each module consists of 1-3 levels designed to allow the trainer the option of selecting specific 

topics to train based on the composition of the audience. Level 1 will provide the basic information 

for the module topic, which makes it ideal for new recruiters and/or MEP staff members to use as a 
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refresher for veteran recruiters. Subsequent levels provide additional topics of study related to the 

module, which make them ideal for follow-up or in-depth trainings. 

The National ID&R Curriculum was created to transform the National ID&R Manualõs set of 

knowledge and skills into a training experience. The curriculum is based on the following five 

objectives: 

¶ State and local MEP recruiters understand the background of the MEP, the ID&R process of 

the MEP, and the duties and responsibilities of a recruiter. As indicated by this first objective, 

the recruiter will learn about the purpose, basic history, and organization of the MEP. In 

addition, the recruiter will learn the basic eligibility requirements and the general process for 

ID&R. Finally, the recruiter will become aware of his or her basic duties and responsibilities.  

¶ State and local MEP personnel implement practices that result in the efficient ID&R of 

migratory children. To satisfy the second objective, the recruiter will learn how to develop a 

recruitment network, how to determine where migratory families and youth live and work, 

and how to locate them. The recruiter will also learn to understand and respect the diversity 

of migratory children, youth, and their families in order to interact with them effectively. The 

recruiter will practice how to explain the MEP to migratory families and youth and will learn 

how to organize and manage his or her caseload. Finally, the recruiter will learn how to take 

appropriate precautions to ensure personal safety. 

¶ State and local MEP personnel implement practices that result in reliable and valid child 

eligibility determinations. For this third objective, the recruiter will master the child eligibility 

requirements under the MEP. The recruiter will also demonstrate the knowledge and skills 

needed to effectively interview a family or youth. The recruiter will learn to make valid and 

reliable preliminary child eligibility determinations and to implement quality control activities. 

¶ State and local MEP personnel are aware of and adhere to ethical standards of behavior in 

child eligibility determinations. The recruiter will practice ethical behavior when determining a 

childõs eligibility. 

¶ State and local MEP personnel implement practices that strengthen coordination and 

collaboration between migratory families, schools, and the community. The recruiter will 

demonstrate the ability to facilitate coordination and collaboration between migratory 

families, schools, and the community. The recruiter will practice meeting planning, 

facilitation, and team building. 

States may want to consider developing their own ID&R training programs that are customized to the 

specific needs and characteristics of their states. For example, the recruiter should know about the 

local MEP including services offered, dates of operation, hours, and contact information. Here are 

some other topics that state and local training programs should consider, including 

¶ how the state and local ID&R system is organized, including reporting relationships; 

¶ state and local ID&R policies and procedures, including required paperwork; 

¶ the content of the state and local ID&R plans, when available;   
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¶ demographic information regarding the characteristics of local migratory agricultural workers 

and fishers and their children, as well as their mobility patterns; 

¶ state methods of collecting and maintaining data on migratory children;    

¶ the recruiterõs role in the stateõs quality control process and how to assist in developing and 

implementing the state or local plan for quality control, such as the mandatory federal re-

interviewing requirements; and  

¶ the organizations with which the SEA and LEAs expect the recruiter to coordinate and the 

amount of time the recruiter should allocate to this coordination. 

The National ID&R Curriculum provides a structure that can be used to teach the newest recruiter 

the basic knowledge and skills needed to properly identify and recruit migratory children. It can also 

provide the most veteran recruiter with an understanding of more advanced recruitment concepts 

that prepares the recruiter for a stronger leadership role in the MEP. In combination with the 

National ID&R Curriculum, an individual state ID&R orientation, on-going training, and the National 

ID&R Manual, recruiters will discover the wide range of knowledge and skills necessary to become 

an effective MEP recruiter. States should continually work to improve their overall ID&R system and 

sharpen the knowledge and skills of new and veteran recruiters alike.  

New Recruiter Training 

The new recruiter generally receives basic training from an ID&R coordinator, a state-approved 

trainer, a local program coordinator, and/or a highly knowledgeable and skilled recruiter. This 

training often starts in a classroom or one-on-one setting and is generally followed by independent 

study and on-the-job training in the field. The on-the-job training often pairs the new recruiter with a 

highly skilled staff member until the new recruiter is ready to recruit or conduct an interview alone.  

Classroom or Individual Training. By the end of the basic training, the recruiter should be able to 

correctly answer questions such as 

¶ Why are migratory children identified and recruited? See Chapter 1. 

¶ Who is eligible for the MEP? See Chapter 7. 

¶ How do I find eligible children and youth? How do I develop an ID&R action plan?  

See Chapter 4, Chapter 5, and Appendix II.  

¶ How do I conduct an interview? How do I explain the MEP to the family? What local services 

are available? See Chapter 6. 

¶ How do I determine if a particular child is eligible for the MEP? See Chapter 7. 

¶ What do I do if I encounter a situation that is not covered in the Sample Interview Script?  

See Chapter 6. 

¶ How do I fill out a COE? See Chapter 8. 

¶ How is my stateõs student eligibility data collected, used, and stored? See Chapter 8. 



Migrant Education Program National ID&R Manual  |  Chapter 3 20  

 

¶ What ethical standards should I follow? See Chapter 2, Chapter 6, Chapter 7, and Chapter 8. 

¶ What should I know about the language and culture of migratory families in my area? See 

Chapter 1. 

¶ What safety precautions should I take when recruiting? See Chapter 5. 

¶ What state and local laws should I know about? See state ID&R material.  

 

After the classroom or individual training ends, the new recruiter should work with a supervisor to 

explore what other federal, state, and local training materials and opportunities are available, and 

use this information to develop a long-term personal training and development plan. SEAs and LOAs 

generally offer training on the MEP that recruiters are required to attend, and SEAs also hold an 

annual national ID&R conference that features workshops with updated ID&R information and 

methods. Even though not all recruiters may be able to attend a national MEP conference, the state 

and local staff generally obtain and disseminate information from the conference.  

Independent Study. In addition to taking the basic classroom training, the recruiter should study key 

documents on his or her own. In particular, the new recruiter is encouraged to study the materials 

provided in the initial training, use the National ID&R Curriculum as a way to gauge progress in 

learning the suggested knowledge and skills, self-check through a review of the learning objectives 

listed at the beginning of each chapter and the use of the chapter checklists provided in Appendix 

XIIl, and carefully read and study relevant documents, such as  

¶ the law and regulations (including the instructions to complete the National COE); 

¶ the NRG; 

¶ the National ID&R Manual; 

¶ state ID&R materials (if available); 

¶ the Stateõs Comprehensive Needs Assessment (CNA) and Comprehensive State Plan, 

also known as the Service Delivery Plan (SDP);  

¶ applicable state and local laws, regulations, and policy guidance; 

¶ relevant state and local ID&R action plans (more information will be provided in 

Chapter 5); and  

¶ the RESULTS website (https://results.ed.gov). 

The goal of independent study is for the new recruiter to become familiar with these key documents 

and resources and to know where to find answers to basic questions about ID&R and child eligibility. 

It is critical for the recruiter to stay up-to-date on the latest changes in guidance and policy at both 

the state and federal levels.  

If youõre a new recruiter, find a good, experienced recruiter and ask if you can tag 

along when he or she makes home visits. After a few visits, attempt your first MEP 

introduction or conduct a parent interview. Youõll learn far more seeing it done and 

https://results.ed.gov/
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doing it than you will just talking about it or reading an ID&R manual. You might try 

this even if you are not a new recruiter. The really great recruiter is always trying to 

learn new things. 

Field-Based Training. Many states try to match new recruiters with mentors who are highly 

knowledgeable and skilled. At first, the new recruiter will shadow the mentor on recruitment visits to 

observe how to conduct an eligibility interview. The new recruiter should observe how the mentor 

makes the initial contact, explains the MEP, conducts an interview (paying particular attention to 

what questions are asked to determine whether the child is eligible for the MEP), and handles 

questions, problems, or concerns that arise. After each visit, the mentor and new recruiter should 

debrief and discuss the interview and eligibility determination. The new recruiter may find it helpful 

to shadow several mentor recruiters to observe the different strengths of each.  

After watching several interviews, the new recruiter should begin to conduct a small part of the 

interview with the mentorõs guidance. Each time the new recruiter conducts a part of an interview, 

the recruiter should talk with the mentor about how the interview went and ask the mentor for 

feedback or advice on how to improve for the next interview. This conversation should be away from 

the family or youth that was interviewed. As the new recruiterõs interviewing skills improve, he or she 

can take over more of the interview process until comfortable conducting a full interview. By the end 

of the peer-mentoring portion of the training, the recruiter should be able to properly conduct an 

interview, determine child eligibility, complete a COE form, and perform other key duties.  

Sometimes, especially in small states and very isolated areas, mentoring may not be practical. In this 

case, the recruiter should try to practice interviewing through a role-playing exercise during the 

classroom training, perhaps with another new recruiter. Practice is important as it makes the actual 

interview flow naturally and helps to ensure that the recruiter collects all of the required information 

to complete the COE and make the preliminary eligibility determination. In situations like this, the 

recruiter should discuss with his or her supervisor other ways to obtain adequate training and/or 

mentoring opportunities, including contacting a nearby state able to send an experienced recruiter 

for a limited time (three to four days). 

Some states require the recruiter to pass a certification exam or answer questions to demonstrate 

the recruiterõs knowledge of child eligibility requirements. The purpose of these tests is to assess 

whether the new recruiter fully understands program eligibility requirements and can apply them to 

determine if a child is eligible for the MEP. If the recruiterõs state does not have a certification exam 

or knowledge check, the recruiter should conduct a self-check to test how thoroughly he or she 

understands the MEP child eligibility requirements (see Appendix IX). If the recruiter does not pass 

the certification exam or knowledge check, the recruiter should talk with an immediate supervisor to 

find out which topics to study and arrange for further training. 

On-the-Job Training 

Learning how to recruit properly is a process that does not end when the recruiter has finished the 

training activities. The recruiter will continue to learn as he or she identifies and recruits migratory 

children. It is important for the recruiter to ask questions about any eligibility situation that is unclear 



Migrant Education Program National ID&R Manual  |  Chapter 3 22  

 

and to seek direction and guidance from supervisors and peers to become highly knowledgeable  

and skilled. 

Regular Meetings with the Supervisor. The new recruiter should meet regularly with the immediate 

supervisor to discuss child eligibility questions and other concerns that arise. Ideally, a supervisor 

will provide regular feedback during the training process; however, it is equally important for the 

recruiter to ask for regular feedback on whether he or she is properly applying the child eligibility 

requirements. This is vital during the first few months on the job to prevent any misunderstandings 

from becoming ingrained.  

Performance Assessments by Supervisors. As part of the system of state quality controls, SEAs or 

LOAs are required to complete an annual review and evaluation of ID&R practices of individual 

recruiters [34 CFR § 200.89(d)(2)]. While supervisors may conduct a performance review with 

seasoned recruiters in an office setting, supervisors generally observe each new recruiter in the field. 

This allows a supervisor to provide comprehensive feedback on the recruiterõs rapport building, 

interviewing, decision-making, and documenting skills. The purpose of this observation is for the 

supervisor to see how the new recruiter approaches interviewing migratory families and making and 

documenting preliminary eligibility determinations. It is imperative that supervisors schedule 

observations with new recruiters. The recruiter should also request feedback on completed COEs to 

make sure they are being done properly.  

Regular meetings and performance assessments also present an opportunity for the new recruiter to 

suggest ways of improving local ID&R efforts and to identify any training and development activities 

that would increase productivity. Suggestions from a new recruiter can be particularly useful to the 

supervisor because a new recruiter will view the system with fresh eyes and may be able to identify 

productivity solutions that are invisible to those who are comfortable with the process.  

Recruiter Support System. The new recruiter should develop a network of other recruiters locally, 

regionally, or even nationally with whom to share tips and discuss problems. Recruiting can be 

stressful work; it is important to create a safe learning environment in which the recruiter feels free 

to share experiences and to learn from successes and failures. The recruiter may find it useful to 

work with mentors, peers, and the recruitment network to develop an individual ID&R action plan or 

to adapt an existing plan (more information on ID&R plans is provided in Chapter 5). The recruiter is 

encouraged to try promising new ID&R strategies and to share the results (both good and bad) with 

peers.  

The recruiter may find it helpful to go on recruitment visits with outreach workers from other 

programs or agencies. For example, a recruiter may wish to join outreach staff from the National 

Farmworker Jobs Program (NFJP), administered by the U.S. Department of Labor, to learn how they 

approach migratory families and to learn more about the services they provide (more information on 

other agencies and organizations that provide services to farmworkers and their families is found in 

Appendix II). 
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Advanced Training and Ongoing Professional Development  

The law that authorizes the MEP is updated generally every six to eight years. When the law is 

updated, ED will issue updated MEP regulations and guidance. Periodically, there are changes to 

other federal and state laws that affect migratory families as well, such as immigration or privacy 

laws. To properly identify and recruit migratory children, the recruiter must keep up with changes in 

the law, regulations, and guidance that affect the eligibility of migratory children (more information 

on other laws that may affect migratory families is found in Appendix I). The recruiter should also 

periodically visit the MEP web page at the U.S. Department of Education 

(https://www2.ed.gov/programs/mep/index.html) and the RESULTS website (https://results.ed.gov) 

for updates and resources. Keep in mind that the recruiter should initially attend his or her state 

MEPõs training and review state informational resources for MEP program changes and updates 

before going to the federal level.  

To stay current, the recruiter should participate in advanced child eligibility training and ongoing 

professional development to continually update and improve needed knowledge and skills. The 

recruiter should make a point of attending local, regional, statewide, and national trainings when 

possible. Regardless of years of experience, recruiters and supervisors who do not participate in 

ongoing eligibility training are more likely to make mistakes when making child eligibility 

determinations than those who are trained regularly. In particular, experienced recruiters may be 

tempted to apply policies that were learned as new recruiters out of habit, even though those 

policies may be out-of-date. Timely training and regular meetings can help experienced recruiters 

overcome these old habits. Some questions a recruiter may want to answer after going through 

advanced eligibility training include 

¶ Have any changes been made to the child eligibility requirements for the MEP? If so, 

what are they? 

¶ How do I determine child eligibility in difficult cases? 

¶ How can I strengthen my recruitment network? 

¶ How can I improve my interviewing skills? 

¶ What common mistakes have recruiters made in determining child eligibility and/or 

filling out COEs and how can I avoid making those mistakes? 

¶ What ethical dilemmas could I encounter and how do I handle them? 

¶ How are these and other recent changes reflected in my district, region, or state? 

The recruiter, with the supervisorõs approval, may also want to explore professional development 

opportunities in other relevant areas, such as education reform, the language and culture of local 

migratory families, transient populations, negotiation skills, dealing with difficult people, public 

speaking, immigration issues, agricultural issues, time management, stress management, and safety 

and emergency training. The recruiter can check the listings at local universities, colleges, 

community centers, and other organizations for relevant course offerings and training.  

https://www2.ed.gov/programs/mep/index.html
https://results.ed.gov/
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In addition to training offered by the state, OME hosts an annual conference in which the latest 

information on MEP-specific issues, including eligibility and recruitment topics, is presented. It is 

important to note that not all states have the same policies and practices; therefore, it is crucial that 

conference participants check with their state or local administrators before implementing policies or 

practices presented at the OME Conference. Information on the conference can be obtained from 

the RESULTS website (https://results.ed.gov). In addition, there are regional, state, and national 

conferences, trainings, workshops, and meetings that include sessions and information on ID&R. 

Conclusion 

There are a number of ways in which the recruiter can learn the job of ID&R: participating in a new 

recruiter training program, studying the NRG and other key resources, working with a mentor, 

meeting regularly with a supervisor, and developing a support system. Having knowledgeable and 

well-trained recruiters is an ongoing responsibility of both the individual recruiter and the MEP 

administrator. Regardless of what training opportunities are available, it is the recruiterõs job to work 

with the supervisor to learn the MEP child eligibility requirements and to ask the supervisor for help 

when questions arise on whether a child qualifies for the MEP. Remember, regardless of the size of 

the migratory student population, and whether the recruiterõs position is full-time or part-time, all 

states hold recruiters to the same standard: to conduct timely and proper identification and 

recruitment of eligible migratory children.  

The first step in the process of determining if children are eligible for the MEP, however, is to locate 

them. Chapter 4 provides specific information on how to find migratory children. 

https://results.ed.gov/
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Chapter 4. Building a Recruitment Network 

Networking creates a supportive system to share information and services among 

individuals and groups having a common interest. (National ID&R Curriculum) 

Chapter 4 Learning Objectives 

The recruiter will learn how to 

¶ identify the local organizations and individuals who work most closely with the 

migratory community; 

¶ develop profiles of key local employees, school staff, community organizations, and 

the migratory community; 

¶ determine the best way to build relationships with each of these key contacts (e.g., 

find out how they can be assisted, provide awareness training on the MEP); 

¶ follow up regularly with key contacts, particularly when they provide leads on local 

migratory families (e.g., call or visit them, attend important meetings, send thank you 

notes); 

¶ work with schools, community organizations, etc., to see if they will include pre-

screening questions for the MEP as part of their enrollment or intake process; and 

¶ create a recruitment map that shows areas where migratory families are likely to live 

and work, services they use, and where their children go to school. 

 

Finding Migratory Children 

The recruiter often finds locating migratory children to be the most time consuming and labor 

intensive ID&R responsibility, particularly since the children who have the greatest needs are often 

the most difficult to find. While recruitment consists primarily of finding and interviewing families, it 

is by no means a simple task. The process is strenuous and requires many skills including 

communication and building effective relationships with migratory families and youth, the 

agricultural community, and service providers who work with migratory families. The recruiter should 

also learn how to approach key community leaders to make them aware of the MEP and to gain their 

respect. Over time, experienced recruiters recognize that migratory families, agricultural employers, 

and service providers who work with migratory families are helpful to the recruiter in locating other 

migratory families, children, and OSY. Building this level of personal trust and an awareness of the 

benefits of participating in the MEP should be every recruiterõs goal. 
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This chapter addresses the type of research the recruiter and other MEP staff should conduct to 

learn about local agricultural activities, farmworker labor, and organizations that serve the local 

migratory community. This information will help the recruiter and supervisor determine the best way 

to identify and recruit eligible migratory children.  

Conducting Research 

The value of developing key contacts within the migratory community cannot be overstated. As a 

starting point, the recruiter should learn as much as possible about his or her recruitment area. In 

particular, the recruiter should find out what is known about the local migratory community and 

which local people and organizations are trusted within that community. Local people and 

organizations are the recruiterõs best sources of current and accurate information and referrals. 

Once the recruiter has identified these important contacts, the recruiter should determine how best 

to build strong working relationships, to exchange information on an ongoing basis, and to promote 

the MEP.  

The recruiter may be instructed by his or her supervisor to òtalk with farmersó or ògo to the schools.ó 

But a new recruiter, or even a seasoned recruiter taking on a new territory, needs to know which 

farms and schools are the most likely to have migratory children in order to be productive. 

Conducting basic research will help the recruiter find migratory children more quickly and efficiently. 

This is particularly true for those children who are not in school and are more difficult to identify, 

such as preschool children and OSY.  

Some key questions the recruiter should try to answer through this research include  

¶ What is already known about migratory workers in my local area? 

¶ Who are the local agricultural and fishing employers?  

¶ What are the employersõ work activities (e.g., packing freshly picked apples)? 

¶ Which of their jobs are temporary or seasonal?  

¶ Which employers hire migratory workers (i.e., workers who have moved to this community to 

do this type of work)? 

¶ Where are the employers located? 

¶ Where do the migratory families who work for these employers reside in the local area (e.g., 

migratory labor camps, inexpensive apartments, trailer parks)? 

¶ Where do the migratory workers in the area come from (i.e., where do they consider their 

home base to be)? 

¶ When do migratory workers leave the area (i.e., what time of year)? Do they look for 

temporary or seasonal employment in agriculture and fishing in other places? When do they 

return?  

¶ Where do migratory workers go to seek employment? 
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¶ What type of seasonal or temporary employment do they seek? 

This type of information can be found through a number of sources including websites and the field 

offices of federal, state, and local agencies that focus on agriculture, fishing, labor, and housing 

issues. LEAs and community organizations that work with migratory families are also good 

information sources.  

Some general Internet sites can be helpful resources for a recruiter. For example, a recruiter can go 

to an Internet mapping service, such as Google Maps (https://maps.google.com) or Map Quest 

(https://www.mapquest.com), and enter the name of a local town and state and a search word (e.g., 

migratory, migrant, orchard, farm, nursery, name of a specific crop, laundromat). The mapping 

service will provide names and addresses of businesses or organizations related to the search word 

along with a map that indicates where each is located. More information on using electronic tools to 

recruit is discussed later in this chapter and a list of resources that the recruiter can use is found in 

Appendix II of this manual.  

In some communities migration patterns are so well established that the local MEP staff know in 

which residences migratory families and youth live and which employers hire them. In these areas, 

the MEP staff can often share successful, time-tested methods for finding and enrolling migratory 

children. Also, many MEPs have recruitment databases that contain helpful information including a 

list of employers in the area who hire temporary and seasonal migratory workers, approximate dates 

of workersõ arrivals, the jobs conducted by workers, and their housing unit locations. While recruiters 

in areas that receive migratory workers may first go to the local migratory labor camps to interview 

families, the recruiter should also look outside of traditional locales because migration, employment, 

and housing patterns may change over time. Although a specific approach and strategy may have 

been successful in the past, this does not mean it will always be successful. It is important for the 

recruiter to continually conduct new research to find all eligible migratory children in the recruitment 

area.   

Terminology Used to Describe Migratory Farmworkers  

Over time, recruiters have developed a shared vocabulary of terms related to ID&R. Knowing these 

terms makes it easier for the recruiter to conduct research to effectively locate local migratory 

workers and their families. While states and local project sites often develop their own terms, the 

following are terms that are commonly used in many states that recruiters may benefit from knowing.  

Home Base. Many migratory families have a home base, or hometown, where they live for much of 

the year. They travel or migrate from this home base to other places to work for temporary or 

seasonal work. For example, a migratory family might consider Florida to be its home base; the 

family members live in Florida all winter and work through the citrus harvest in the spring, but then 

they move to South Carolina to work during the peach harvest. They might also travel to other states 

or locations and then return to their home base in Florida in the fall.  

Send and Receive. A location may either send migratory workers (i.e., workers live in a particular 

place for most of the year but move to other places to work) or receive migratory workers (i.e., 

https://maps.google.com/
https://www.mapquest.com/
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workers come from other places to this place to work). In the example given above, Florida is the 

familyõs home base, so Florida is the sending state. When the family moves to South Carolina to 

work, South Carolina becomes the familyõs receiving state. Some areas send and receive migratory 

families. A county may receive migratory workers who move from state to state (interstate) as well as 

those who simply move from place to place within a state (intrastate).  

Migratory Streams. Historically, the majority of migratory workers were believed to follow one of 

three distinct patterns of migration: (1) the Eastern stream, (2) the Mid-continent stream, and (3) the 

West Coast stream. The Eastern stream flowed east of the Appalachian Mountains, the Mid-

continent stream flowed to and from Texas in all directions, and the West Coast stream flowed 

between Arizona, California, Oregon, and Washington.  

Follow-the-Crop Migrants. The term òfollow-the-crop migrantsó comes from the U.S. Department of 

Laborõs National Agricultural Workers Survey (NAWS). The term refers to workers who travel at least 

75 miles to òmultiple U.S. farm locationsó over a 12-month period in order to work. This term is now 

a relative rarity. These workers make up just 5 percent of those surveyed by the NAWS in 2007-09, 

down from a high of 14 percent in 1992-94 (United States Department of Agriculture, Economic 

Research Service, 2012).  

Shuttle Migrants. The term òshuttle migrantsó also comes from the NAWS. The term refers to 

migratory farmworkers who move more than 75 miles between a home base in the off-season and 

one or more farm job(s) located in the U.S. during the harvest season. For example, a migratory 

farmworker who lives in Mexico, travels to the U.S. to obtain a seasonal farm job in agriculture, and 

then returns home to Mexico to live inexpensively or to supplement his or her farm earnings with 

nonagricultural work during the off season is considered a shuttle migrant. Shuttle migrants can 

travel both domestically (i.e., within the U.S.) and internationally. The term is not defined for 

purposes of establishing eligibility for the MEP.  

Bi-national shuttle migrants (usually between Mexico and the U.S.) are often sensitive to changes in 

economic conditions, employment opportunities, and immigration policies. As these conditions 

change, so do the migration patterns of workers (e.g., when migratory workers move, where they 

move from and to, how many move, what type of employment they seek, etc.). The recruiter needs to 

be aware of any changes in migration patterns. 

Settled Out. This term means that the migratory child or family has become permanently established 

in an area and has stopped migrating for seasonal or temporary farm work. 

Identifying Important Information Sources  

When I started recruiting, I talked to the recruiters who found the most migratory 

children. I asked if they would introduce me to the people who were the most 

respected by migratory families. Over time Iõve developed many good friends, and 

they help me do a better job of finding migratory children.      
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As the recruiter begins researching the local migratory community, the recruiter should become 

familiar with the information sources that are essential to building an effective recruitment network. 

A recruitment network is a system of contacts, including individuals, agencies, and other institutions, 

that provides information on identifying and locating potentially eligible children. Establishing a 

recruiting network and developing a strong working relationship with each member of that network is 

an important way of finding migratory children who could be eligible for MEP services. When done 

properly a recruitment network can serve as the eyes and ears of the recruiter.  

The five most common information sources when building a recruitment network are  

¶ employers; 

¶ local school staff; 

¶ community contacts, organizations, and commercial establishments; 

¶ other government agencies; and 

¶ migratory families and youth. 

The recruiter should encourage members of the recruitment network to refer potentially eligible 

children to the MEP. At the same time, the recruiter should let network members know that only MEP 

staff can determine whether a child is eligible to receive MEP services. As a result, network members 

should be careful not to promise families that their children will receive services. The key sources of 

information to consider in establishing a recruitment network are discussed below.  

In my state, our relationship with local growers is so good that they give us a carbon 

copy of the pre-employment forms that job candidates fill out when they apply for 

work. They avoid privacy concerns by having the applicant sign an agreement that 

the information can be shared. The pre-employment forms help us recruit more 

efficiently and we also staple it to the hard copy of the COE to corroborate the 

workerõs employment.  

Employers. The recruiter should identify the local employers that are the most likely to hire migratory 

agricultural workers or migratory fishers. Once identified, it is important to establish good working 

relationships with them and to explain the value of the MEP, since employers can serve as the 

greatest allies in the recruiterõs ID&R efforts. Making a good first impression with agricultural 

employers is key; their cooperation is necessary for the recruiter to gain entry to places where 

migratory families and youth work and to obtain permission to interview migratory workers during 

work breaks or after hours.  

To break the ice with a new employer it is often beneficial for an administrator to send a letter to the 

employer that explains the MEP and asks for the employerõs help in identifying potentially eligible 

children (see Appendix V). The administrator may also wish to follow up with a telephone call. Once 

the administrator has made this initial contact, the recruiter can contact the employer directly, using 

the letter as a conversation opener. It is important for the recruiter to gain the trust of the employer, 

which can be done by demonstrating honesty, responsibility, confidentiality, and consideration to the 

employer. The recruiter should maintain regular communication with the employer while being 
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mindful that farmers are busy people. The recruiter should make sure not to overburden the 

employer with constant inquiries as this is sure to diminish their working relationship. The recruiter 

should do his or her best to make conversations direct and to the point. Additionally, the recruiter 

should take notice of times when the employer seems less busy, as these times provide quality 

opportunities to build relationships. When an employer is dealing with a crisis on the farm the 

recruiter should turn around and come back another time; this is not the time to promote the MEP. 

The recruiter should wait for a time that is convenient to the employer to explain the purpose of the 

program and how the employer might benefit from participating in the recruitment network. The best 

chance for a successful working relationship with agricultural employers is to create a win/win 

situation. For example: 

¶ Many workers have children and will seek employment in areas that can provide extra 

services for their children. 

¶ Workers whose children are engaged in school are less likely to leave their jobs, which 

reduces costs associated with employee turnover. 

¶ Workers whose children are engaged in school are often more productive since they are less 

concerned about their children and, therefore, better able to concentrate on their jobs. Their 

children are less likely to be brought to the workplace (creating a liability problem for the 

employer), to miss school in order to care for a younger sibling, or to be left in an 

unsupervised home. 

¶ A small investment of time on the part of the employer can result in a happier workforce and 

better relationship with the larger community. 

Because of these benefits, employers are generally supportive of having employees and their 

families participate in the MEP. In addition, the recruiter can provide other valuable resources to an 

employer, such as referring migratory families to other useful services including a local migratory 

health clinic. The recruiter should also build relationships with migratory labor contractors or crew 

chiefs who can alert the recruiter when new workers who have children are hired.  

The recruiter should develop and maintain profiles of the major employers that hire temporary or 

seasonal agricultural or fishing workers in the local recruiting area. When consolidated, these 

individual profiles will create an informational directory that the recruiter can expand over time, 

ultimately serving as the primary agricultural recruitment tool. This resource is not only beneficial to 

the current recruiter, but it also builds a historical record for future recruiters who may one day take 

over the region. A profile survey form could include   

¶ general information regarding the workplace (e.g., name, owner, foreman, etc.); 

¶ directions to the work site; 

¶ crops or products, hiring practices (i.e., peak hiring dates);  

¶ housing offered; and 

¶ other facts pertinent to the specific geographic MEP area or work conditions.  
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The profile form could also include personal notes that are helpful for the recruiterõs future 

reference, such as where the employer prefers the recruiter to park or the best times of day to visit. 

Additionally, profiles can reference safety concerns or anecdotes summarizing positive and negative 

experiences at the work site. A sample workplace survey form that can be used to gather profile data 

is included in Appendix III. Other sample survey forms are also provided.  

Schools. The local schools are another important source of information for the recruiter since 

schools collect information on every child who enrolls and withdraws. Developing school-based 

information sources requires the recruiter to think about with whom migratory families are likely to 

interact within the school (e.g., school secretaries, registrars, attendance clerks, school nurses, 

guidance counselors, teachers, superintendents, principals, bus drivers, cafeteria workers, and staff 

members from Title I, Part A, and Title III programs). For example, the family will go to the main office 

to register, see the nurse to have immunization or health records checked, and in the case of 

secondary students, visit a guidance counselor to develop the studentõs class schedule and check 

transcripts. A knowledgeable and cooperative secretary can be helpful to the recruiter by referring 

potentially eligible students and their families to the MEP. In many cases, migratory children ride 

school buses that transport them to and from school. When bus drivers are educated about basic 

eligibility requirements, they can inform the recruiter when new children board the school bus at 

places where farmworkers often live. It is important to ensure that these valuable contacts are aware 

of the MEP and know how to contact the recruiter with leads.  

It is also important to carefully establish and nurture a relationship with district and/or school 

administrators. Administrators can support the recruiterõs efforts by providing access to key district 

or school staff, providing information on newly arrived children, and communicating throughout the 

system that the recruiterõs work is important to the district, schools, and families.  

Community-based Organizations and Commercial Establishments 

We get permission from the local grocery stores where migratory workers shop most 

frequently to put flyers about the MEP in grocery bags.  

Many local community organizations are funded to provide outreach, social, health, or legal services 

to migratory and seasonal farmworkers. The recruiter should think about which organizations and 

services migratory families and OSY are most likely to use in the local community. For example, 

migratory families may attend local churches, wash their clothes at the local laundromat, shop at 

local ethnic food markets and flea markets, enroll in ESL classes, enroll their children in Head Start, 

visit community health centers, and use local cultural centers. They may also receive benefits from 

local service agencies or farmworker organizations. The recruiter should also think about which 

agencies and organizations collect data on migratory workers or communicate with farmers in the 

area (e.g., farm bureaus, growersõ associations).  

As with the employers, the recruiter should develop a listing or profile of the businesses or 

organizations that are the best sources for locating migratory families and OSY. Some communities 

have interagency committees that work together to coordinate the services that they provide to 

migratory families and OSY, and may even have community service fairs for migratory workers during 
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peak hiring periods. At service fairs, local service providers typically set up temporary intake offices 

in a single location to allow migratory families to sign up for a number of benefits and services at one 

time. This provides a great opportunity for recruiters to enroll migratory children in the MEP and to 

share important information. 

Temporary agencies are another good source for finding leads on seasonal and temporary 

farmworkers. Many temp agencies provide workers for farms and processing plants on a regular 

basis. Working with these agencies may open another door to potentially eligible migratory families. 

It is also important for the recruiter to think about where migratory families are likely to live, such as 

migratory labor camps, local apartment complexes that offer month-to-month leases, or shared 

houses or trailers (sometimes located on the farm itself). The recruiter should cultivate relationships 

with the owners or managers of these housing units because they can become vital members of the 

recruitment network. For example, they can alert the recruiter when migratory workers begin moving 

into the community. The recruiter should visit migratory housing regularly since housing complexes 

that have previously housed migratory families and/or OSY may have changed policies for accepting 

new tenants. In this case, the recruiter will need to determine where these workers now reside and 

start building a relationship with the owners or managers of those units.  

Some organizations may not be able to share their contact lists, but may be willing to 

include information about the MEP in mailings that they send out to local farmers.   

Other Government Agencies. The MEP is not the only government program that serves the migratory 

community. For example, the U.S. Department of Health and Human Servicesõ Health Resources and 

Services Administration (HRSA) provides grants to public and nonprofit health centers that support 

the development and operation of migrant clinic sites throughout the United States and Puerto Rico 

(https://bphc.hrsa.gov/uds/datacenter.aspx?fd=mh). 

The Migrant and Seasonal Head Start Program provides grants to local public and private non-profit 

and for-profit agencies to provide comprehensive child development services to preschool children of 

migratory and seasonal farmworkers and their families, with a special focus on helping preschoolers 

develop the early reading and math skills they need to be successful in school. Other programs that 

serve the migratory community may include the Women, Infants, and Children (WIC) Program, the 

Housing Assistance Council, the Migrant Clinicians Network, and Head Start Centers. The recruiter 

should keep in mind that not all organizations have the same definition of òmigrantó or òmigratoryó 

as the MEP, and should check with each organization before referring clients. The recruiter should 

also realize that not everyone who is served by these programs is eligible for MEP services. 

Each state has a land grant college or university that addresses agricultural issues and supports a 

statewide system of Cooperative Extension offices. Extension agents and outreach professionals for 

each Cooperative Extension office often have in-depth knowledge of local farms and crops and have 

many contacts in the farming community. Cooperative Extension offices may also offer annual 

statewide activities, such as farm shows or agricultural days that are good places to meet employers. 

In addition to local Cooperative Extension offices, recruiters may find the national online extension 

site (http://www.extension.org) a valuable resource. òeXtensionó is an interactive learning 

environment delivering researched information from land grant university minds across America. The 

https://bphc.hrsa.gov/uds/datacenter.aspx?fd=mh
http://www.extension.org/
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recruiter can enhance his or her knowledge of agricultural crops and industries to better understand 

and communicate with the farm community in the recruitment regions. Furthermore, the recruiter 

can find useful research and articles specifically on migratory farmworkers by typing òmigrantó into 

the search engine.  

In addition to Cooperative Extension offices, state Departments of Agriculture are another diverse 

source of information for the recruiter. Most state Departments of Agriculture have marketing boards 

for the different commodities, such as meat, dairy, fruits and vegetables, etc. These boards are 

composed of employers and can provide the MEP with access to other employers. Additional sources 

of information might include state agencies that license or inspect migratory labor camps, National 

Farmworker Jobs Training Grantees (https://www.doleta.gov/Farmworker/html/NFJP.cfm), and One-

Stop Career Centers. Many One-Stop Career Centers (http://www.servicelocator.org) have outreach 

workers that visit migratory workers regularly. To identify whether a One-Stop Career Center has an 

outreach worker, you may contact the center directly or contact the State Monitor Advocate 

(http://www.doleta.gov/programs/MSFW.cfm).  

Some government agencies maintain electronic tools that may be of assistance to the recruiter. For 

example, the National Agricultural Statistics Service (NASS) (http://www.nass.usda.gov/) operates a 

comprehensive on-line database on agricultural production. NASS conducts hundreds of surveys 

every year and prepares reports covering virtually every aspect of U.S. agricultural production 

including numbers of hired farm labor and contract farm labor. Data are available at the state and 

county level; some data are available by zip code. There is also an Interactive Statistical Map (see 

Figure 2 below).  

Figure 2. The National Agricultural Statistics Service Website 

 

 

The NASS website enables you to conduct a county level search 

(https://www.agcensus.usda.gov/Publications/2012/Full_Report/Census_by_State/). 

While the data obtained can be valuable in finding out total production data, information about 

individual farms is not available to the recruiter on the NASS site. 

https://www.doleta.gov/Farmworker/html/NFJP.cfm
http://www.servicelocator.org/
http://www.doleta.gov/programs/MSFW.cfm
http://www.nass.usda.gov/
https://www.agcensus.usda.gov/Publications/2012/Full_Report/Census_by_State/
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Another diverse resource is the U.S. Department of Labor. This is the government agency that 

manages the National Agricultural Workers Survey (NAWS) 

(http://www.doleta.gov/agworker/naws.cfm). This survey is the most comprehensive employment-

based, random survey of the demographic, employment, and health characteristics of the U.S. crop 

labor force. The Department of Labor also maintains the iCERT Visa Portal site 

(http://icert.doleta.gov/index.cfm). This site provides current and past job order postings for H2A 

workers made by agricultural employers. The H2A temporary labor certification program allows farms 

to contract temporary workers when local labor force is not available. While not all H2A workers are 

eligible due to MEP age requirements, the recruiter may find this site useful for identifying 

agricultural employers who contract H2A workers. The site is user friendly.  

Migratory Families. It is important for the recruiter to develop strong relationships with migratory 

families. Migratory parents can inform the recruiter about the kinds of community activities in which 

they participate and the services they use, which is useful information as the recruiter develops a 

recruitment network. Additionally, migratory parents whose children are currently in the MEP can 

often provide information regarding other migratory parents who live in their neighborhood, go to 

their church, or work at a neighboring farm. Finally, migratory families who have had good 

experiences with the MEP are more likely to seek out the MEP when they move to a new town.  

Migratory Out-of-School Youth (OSY). OSY have unique needs resulting from their migratory lifestyle. 

Some recruiters state that it is even more difficult to locate and recruit the OSY population than it is 

to locate and recruit migratory families. Fortunately, providing services to OSY can be very rewarding.  

OSY need advocates: people who can both motivate them and help them access needed services. 

Young people not in school have little or no access to federal or state resources.  

Building Relationships and Gathering Data 

Recruiting students by waiting in the school for migratory families to come through 

the door is like lying under a cherry tree with your mouth open. Sooner or later, a 

cherry will fall in your mouth, but look at all of those you lost out on. 

The primary benefit of a recruitment network is to get referrals of potentially eligible migratory 

children and youth. For example, a community healthcare worker in an agricultural region may notify 

the MEP if a large number of new families have their children immunized at the local clinic at spring 

planting time. Each time the recruiter interviews a migratory family the recruiter should ask if the 

family knows of other migratory families or OSY in the area that the recruiter should visit. 

Furthermore, the recruiter should actively seek out new organizations to add to the recruitment 

network. It takes time and effort to build and sustain a recruitment network since the recruiter must 

continually make fresh contacts, as well as nurture long-standing contacts. However, the benefits 

outweigh the time commitment required. Here are some strategies for building and maintaining 

networks.  

Personal Relationships Build Professional Relationships. Migratory families often use personal 

relationships to share information about jobs, housing, schools, and services (including MEP 

http://www.doleta.gov/agworker/naws.cfm
http://icert.doleta.gov/index.cfm
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services). Information shared within these informal networks often moves faster than more formal 

communications (e.g., learning about job openings by word-of-mouth versus in a newspaper). The 

recruiter can learn valuable lessons from migratory families about how to develop and maintain a 

network. Over time, the recruiter will develop his or her own networking and communication 

strategies to develop a strong professional recruitment network. 

First Impressions. Making a good first impression can be critical when a recruiter meets a potential 

member of the recruitment network. The recruiter should be friendly, but should also be sensitive to 

the responsibilities and workload of the contact. The recruiter who is met with resistance may find it 

helpful to locate someone who already has a good relationship with the contact and who can allay 

any concerns the contact might have about the MEP (e.g., a peer, a respected school or community 

leader, another local agricultural employer who has given permission to do so, or a migratory family 

who is familiar with the MEP). 

Importance of Trust. It is important for the recruiter to earn the trust of migratory families and 

agricultural employers, as well as the trust of professional organizations that serve the migratory 

community. Migratory families often have good reasons for being careful about whom they trust. 

They are vulnerable because they may not have legal standing in the U.S. or financial security. In 

addition, the words òmigrantó or òmigratoryó may have a negative connotation attached to it for some 

families, so the recruiter may need to be careful about terminology. In other languages, the word 

òmigrantó may imply or be confused with immigration status. Organizations that work with migratory 

families recognize the importance of maintaining the trust of their clients and therefore are careful 

about the information they share and with whom they share it.  

The recruiter who is trusted by migratory families and youth reaps many benefits including having 

migratory families seek him or her out to enroll their children in the MEP and refer other migratory 

families to the program. Families are also more likely to share the personal employment and family 

information that is needed to document their childrenõs eligibility for the MEP (including qualifying 

employment that may have been performed without a legal work permit or for cash). The recruiter 

who is trusted by those who work with migratory families can gather important information on where 

migratory families gather, live, and work.  

Trust is built slowly and is based on the experiences migratory families and organizations have with 

the individual recruiter and with the MEP. Some steps the recruiter can take to build trust include  

the following: 

¶ Provide clear information on why the recruiter is interested in finding migratory families.  

¶ Describe what migratory families can expect from the MEP. 

¶ Keep promises to migratory families and organizations; be careful not to make promises that 

cannot be kept. 

¶ Protect the familyõs privacy and confidentiality by not discussing other migratory parents and 

children except in the most positive and professional manner. Always ask permission before 

sharing information with other professionals or organizations (in writing, if needed). 
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Develop a Personal Relationship. As with everything else, personal relationships are key to achieving 

success and to feeling fulfilled. This is true for both recruiters and members of the recruiterõs 

network. Learning specific information about key contacts can help the recruiter develop an effective 

professional relationship with members of the recruitment network. For example: 

¶ What is the crew chiefõs name? 

¶ When is the school secretaryõs birthday? 

¶ Has a local farmer fully recovered from a recent illness? 

¶ When is the best time of day to catch Jaime, an OSY? 

¶ Where do local migratory workers congregate on a Saturday night? 

Many successful recruiters make an effort to learn these types of details, include them in their 

contact sheets, and act on them. For example, the successful recruiter asks about the secretaryõs 

children each time they meet, wishes people a happy birthday, asks for the crew chief by name,  

visits Jaime at 7:00 p.m. after he gets off work, and participates in the social life of the migratory 

community.  

Communicate Regularly. The recruiter should maintain ongoing contact with the members of the 

recruitment network by attending key meetings and events. Schools, employers, and community 

service providers may have their own meetings, or may have collaborative groups that meet for 

everyoneõs benefit. In addition to maintaining professional contacts, this is an opportunity for the 

recruiter to educate the recruitment network on the MEP. If it is not possible to have ongoing  

one-on-one contact, there are other ways the recruiter can develop and maintain professional 

relationships. For example, occasional telephone calls can be an effective way of reminding  

contacts about the services and successes of the MEP. It is important that the recruiter follow up 

with contacts regularly to get new information and to let the contact know the relationship is valued. 

Follow Up Quickly on Referrals. Each time the recruiter receives a referral it is important to call or 

visit the contact to acknowledge the referral and to share the results, particularly if it resulted in a 

childõs enrollment in the MEP. Many programs send cards or official letters from the MEP offering 

thanks. Taking the time to follow up with contacts validates their effort and good will and can 

motivate them to provide future leads. 

If the recruiter does not follow up on leads quickly, migratory children may not receive extra support 

and educational services they urgently need. Furthermore, contacts may stop providing leads if the 

recruiter does not visit the family or youth in a timely manner.  

Getting information through personal contacts is one of the most valuable strategies the recruiter 

can employ. The recruiter should think carefully about how to establish good relationships with key 

members of the recruitment network, and how to increase their awareness and understanding of the 

MEP. For network contacts to understand the benefit of sharing information, the recruiter and the 

MEP must be perceived as credible and as delivering a quality service.  
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Surveys/Questionnaires. Surveys are another effective way of gathering information from the 

recruitment network. Survey forms often vary depending on where and how they are administered. 

However, common survey questions often include 

¶ Have you or your family moved within the past three years? 

¶ Have you looked for work in agriculture or fishing? 

Some programs try to ask questions in more than one way on a survey form in case the reader does 

not fully understand the question the first time. The following are common types of surveys: 

¶ Employer/workplace surveys. The recruiter should survey local employers to determine 

which ones are the most likely to hire migratory workers (see the sample Migrant Education 

Program Workplace Survey form in Appendix III). Once the recruiter has identified these 

employers, the recruiter should encourage them to have new employees complete a MEP 

survey as part of the hiring process. Other programs have found success by having MEP 

surveys and recruiter contact information inserted in with workersõ paychecks. The purpose 

of the MEP survey is to identify those workers who are the most likely to have children who 

qualify for the MEP (See the sample Migrant Education Program Employee Survey form in 

Appendix III.)  

¶ School surveys. The recruiter should determine the schools that are the most likely to enroll 

migratory students based on the presence of a local agricultural community and industry and 

ask them to distribute migratory surveys to every family during the annual registration 

process. These schools should also be encouraged to distribute surveys to families who 

enroll their children after the school year begins (See the sample Migrant Education Program 

School Survey form in Appendix III.)  

¶ Community agency surveys. The recruiter should encourage community agencies to include 

screening questions as a part of their intake process to help the MEP identify migratory 

families. At the same time, the recruiter may refer families to these agencies, where 

appropriate. This two-way cooperation benefits all involved. Sometimes agencies will want 

the recruiter to refer clients to them but will not reciprocate. If this is the case, the recruiter 

should advise his or her direct supervisor. A meeting on the supervisory level between the 

agency and the MEP may resolve the problem. 

The recruiter should ask if the state or local project has conducted any surveys. If so, the recruiter 

should find out what forms were used and when the surveys were last updated. If the state has not 

been conducting surveys, the recruiter should initiate the process. As mentioned previously, over 

time, the collection of surveys will serve as a detailed directory for the recruiters key recruitment 

networks.  

The recruiter should be aware that survey forms alone are not sufficient to record or document a 

child or youthõs eligibility for the MEP. However, information obtained through surveys provides a 

good starting point for recruitment efforts by identifying those families who are the most likely to 

have children who qualify for the MEP, the employers who are the most likely to hire migratory 
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laborers, etc. All states are required to use a COE form to document a childõs eligibility for the MEP  

(see Chapter 8 for detailed information on completing the COE). 

I work closely with the Chamber of Commerce and give out materials from the local 

town such as lists of business and community resources, maps, and emergency 

contact phone numbers.  

Promotion. In addition to using the recruitment network for referrals or surveys, the recruiter can 

also use the network to promote the MEP. To use this strategy, the recruiter provides promotional 

materials to employers, schools, community organizations, and previously recruited migratory 

families to share with other families that might be eligible for the MEP. In this way, migratory families 

learn about the MEP and can contact a recruiter to see if they are eligible for services. 

Promotion through a network can happen in a variety of ways. The National Institute of Cancerõs Pink 

Book identifies several ways to promote a program, including interpersonal, organizational, or mass 

media promotions. These strategies have been adapted to the MEP, as described below:  

Interpersonal Promotion. Every time a contact in the recruitment network meets with a family, 

interviews a family, or makes a home visit, there is an opportunity for that contact to share 

information about MEP services and to disseminate information about the MEP. Other examples of 

interpersonal promotion include using a hotline that migratory families can call when looking for MEP 

services, or having informal discussions about the MEP at migratory òhotspots.ó Materials and 

equipment that can support interpersonal promotion include business cards and toll-free numbers. 

Even providing a small informational item like a school calendar may remind the migratory family 

that the recruiter and the MEP are available to help the child participate effectively in school.  

Organizational Promotion. A common organizational promotion is to present at a community agency 

meeting or workplace to educate potential members of the recruitment network about the MEP. This 

could occur during a regularly scheduled meeting or at a special community fair. A particularly 

effective form of organizational promotion is providing awareness training about the MEP for key 

contacts (e.g., bus drivers, registrars, attendance clerks, school nurses, counselors, and teachers). 

Other common organizational promotions are MEP newsletters, articles in newsletters of other 

organizations that serve migratory families, posters, brochures, and display tables.  

Mass Media Promotion. Mass media offers one of the best means of promoting the MEP to a broad 

group of people. Radio, television, and newspapers may reach remote areas that the recruiter 

cannot easily or efficiently explore. Local radio stations and newspapers may be willing to broadcast 

community service announcements that welcome migratory families to the area. These 

announcements should reflect the language and culture of the local migratory population (e.g., 

Spanish-language radio stations in areas where migratory families are predominantly Latino). 

Newspaper stories, letters to the editor, and visits from local politicians are all ways to maintain 

community awareness of the MEP and are examples of strategies that help the recruiter òget the 

word out.ó Posters left in strategic places such as churches, supermarkets, laundromats, 

convenience stores, auto repair shops, health clinics, and other locations that migratory families 

frequent can educate migratory families who may have eligible children or migratory youth about 

MEP services.  
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The recruiter should be aware of community sentiment regarding migratory and farmworker issues; 

some communities may react to MEP mass media promotions in a negative way. If the recruiter is 

unsure how the local community will accept mass media promotions, he or she should talk with 

fellow recruiters and/or the state ID&R coordinator before including it in the ID&R action plan. 

Furthermore, the recruiter should follow state and local policies on media review, releases, and 

approvals. In any mass promotion, the recruiter should provide clear information on the basic 

eligibility requirements so as not to be flooded with families who need help but are not remotely 

eligible for program services. However, recruiters should avoid providing too much specific 

information on eligibility requirements so families do not learn the eligibility requirements and 

provide the information they believe the recruiter wants. In response to specific questions about 

eligibility criteria, it is best to say, òThere are general eligibility requirements and guidelines, but 

program eligibility is determined on a case-by-case basis.ó 

Promotions may be particularly effective at reaching the migratory community in both densely and 

sparsely populated areas. It may be too difficult or expensive to recruit in these areas, so promotions 

can be used to encourage migratory families to find the MEP, rather than the reverse. Promotions 

can also be done through cultural or social clubs that may attract migratory farmworkers. 

In any promotion of the MEP, it is important to present a consistent message. In particular, everyone 

who comes into contact with the MEP should have the same understanding of its mission. 

Promotions should also use uniform symbols or images. One of the greatest tools the recruiter can 

use is the national MEP logo (shown in Figure 3). Families who are familiar with the MEP may 

recognize the logo when they arrive in new areas. This familiarity can make the recruiterõs job easier. 

Figure 3. The Migrant Education Program Logo. 

 

Conclusion 

In order to effectively conduct ID&R activities the recruiter needs to research the local migratory 

community, develop relationships with key contacts, build and use the recruitment network, and find 

migratory children. Gathering information on the migratory community before beginning recruitment 

activities can save both time and effort. Furthermore, it helps the recruiter prioritize key activities 

and manage time efficiently. Once the recruiter has identified areas that are likely to have migratory 

families and youth, the next step is to develop an individual action plan. Chapter 5 will discuss 
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developing action plans, contacting migratory families, and implementing safe practices while 

recruiting. 
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Chapter 5. Developing Action Plans and 

Contacting Families 
 

Chapter 5 Learning Objectives 

The recruiter will learn 

¶ how to develop an action plan; 

¶ how to canvass areas where concentrations of migratory children and their families 

are likely to be found (e.g., migratory labor camps, major local employers); and 

¶ how to make personal safety provisions (e.g., carry a cell phone with emergency 

numbers on speed dial, have a backup plan for areas that do not get cell phone 

reception, leave a visitation schedule with a responsible coworker, visit potentially 

dangerous areas during daylight hours and with a partner or team, know the 

locations of local police stations and hospitals, have reliable transportation, use  

well-traveled roads). 

 

Developing State, Local, and Individual ID&R Action Plans 

Every year I work with the recruiters in my region to develop a recruitment calendar. 

The calendar lists the best times to recruit based on crop cycles, dates of important 

school events like school enrollment and kindergarten orientation, and when 

employers do most of their hiring. Each quarter, we compare what the recruiters 

planned to do with what they actually did and decide how we want to change the 

recruitment calendar for the next year. Weõve learned how to use our time more 

efficiently.   

Now that the recruiter has determined where migratory families are the most likely to live and work, 

the recruiter needs to use that information to develop a personal recruitment action plan. Action 

plans come in many different forms and have different names (e.g., recruitment calendar, òto doó 

list, time management plan). The goal of an ID&R action plan is to become more efficient at finding 

all eligible migratory children.  

Reasons for Developing an Action Plan. An action plan helps the recruiter, the supervisor, and other 

recruitment staff, organize and prioritize recruitment activities and establish timelines for their 

completion. The recruiter who has clear objectives and a plan for reaching them is more likely to be 

successful than a recruiter who leaves things to chance. The primary reasons for developing an 

action plan include the following: 
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¶ The process of creating an ID&R action plan forces the recruiter to think about what should 

be accomplished, to establish recruitment objectives, to decide the best way to attain these 

objectives, and to develop specific action steps and timelines for their completion. 

¶ An ID&R action plan encourages the recruiter to be efficient and to use time wisely. 

¶ ID&R action plans keep the recruiter focused and on task. Recruiters will face many different 

situations in the field and on the job; an action plan focuses the recruiter to a specific set of 

tasks.  

¶ The completed ID&R action plan can serve as the basis for evaluating the recruiterõs efforts 

and for continually adjusting and improving the recruiterõs strategies for finding migratory 

children.  

¶ If the recruiter leaves the job (e.g., retires, moves), the new recruiter has a clear blueprint of 

how to recruit in the local area.  

Contents of an Action Plan. Action plans are developed at the state, local, and individual level.  

Following are some examples of what a plan at each of these levels could include: 

1. State. The state action plan provides overall direction for recruiters from across the state. It 

includes the Stateõs ID&R objectives, as well as strategies, staff assignments, and timelines 

to meet those objectives. The state action plan, which may be part of the comprehensive 

state plan for service delivery or the Stateõs ID&R manual, could also include useful 

resources like   

a. a statewide map of where migratory families live and work;  

b. a calendar with seasonal crop activities; 

c. profiles of major crops and employers;  

d. recruiter resources (e.g., technical assistance provided by the State, toll-free 

numbers for recruitment questions, agencies that serve migratory workers and 

families, related websites);  

e. state laws and state and local recruitment policies (e.g., child abuse reporting 

requirements);  

f. the Stateõs MEP ethics and safety policies; and 

g. the Stateõs quality control procedures, such as the prospective re-interviewing plan. 

 

2. Local. The local action plan should build on the Stateõs plan and should provide direction for 

local recruiters. In some states, particularly small states, the local MEP may use the state 

action plan rather than developing a local plan. The local plan should have ID&R objectives 

that support the Stateõs objectives, as well as strategies, staff assignments, and timelines to 

meet those objectives. The local action plan could also include useful resources like   

a. procedures that focus on recruiter safety (see below) and related contacts; 
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b. a consolidated calendar that tells when to recruit in specific areas (including 

information like seasons for major crop activities, housing availability, school 

calendar); 

c. maps or directions to major employers, agencies, and schools; 

d. who to contact at specific farms, agencies, or schools; 

e. enrollment procedures for specific schools;  

f. hiring procedures used by individual employers; and  

g. any memoranda of understanding (MOUs) between service providers.  

3. Individual. The recruiterõs individual action plan should build on the state and local action 

plans, should be detailed and specific, and should translate into a schedule or òto doó list for 

the recruiter within a specific timeframe (see the example in Appendix VI). The recruiterõs 

initial action plan may be rather basic, but the objectives should evolve and improve over 

time. Year-round recruiters may work with their supervisor to develop an action plan or 

recruitment calendar. Part-time or summer recruiters may receive very specific instructions 

from their employer so they can start recruiting migratory children immediately. The local 

MEP should review the recruiterõs action plan to make sure it is consistent with the projectõs 

recruitment priorities and the state action plan. Action plan recruitment objectives generally 

consist of the following four parts:   

a. what the recruiter will do  

b. when the recruiter will do it 

c. how the recruiter will do it  

d. how the recruiter will measure success   

The following are sample recruitment objectives:   

¶ I will visit five agricultural or fishing employer(s) every month as documented by my activity 

log. (Note: The number of employers visited may vary by district and/or state).  

¶ I will conduct employer surveys with at least six new growers in my recruitment area within 

the next 12 months as documented by the completed survey forms. (Note: The number of 

employers visited may vary by district and/or state). 

¶ I will spend three days recruiting at the turkey processing plant in October when they hire 

seasonal Thanksgiving workers, as documented by my activity log. 

¶ I will implement one new idea from this manual each month as documented by the 

completed actions on my task list.  

Again, note that the recruitment objectives listed above are only examples. It is very important to 

understand that while it is good to set recruitment objectives such as the examples listed above, the 

recruiter should NEVER set an objective that establishes a recruitment quota or specifies that more 

migratory children will be found next year than were found in the current year. For example, a 

recruiter should NEVER set a recruitment objective that requires finding five percent more children in 
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the coming year than were found in the last year. Furthermore, if the recruiterõs supervisor sets a 

recruitment quota, the recruiter should report the practice to the next level supervisor or the  

MEP state director (see the Sample Recruiter Ethics Guidelines in Appendix VII). These kinds of hard 

objectives or quotas are tied not to correct eligibility determinations but to annual increases in 

numbers. They therefore raise conflicts of interest that may not only create serious questions about 

the reliability of a recruiter's eligibility determinations, but also undermine the entire local or state 

MEP.  

The individual action plan can serve as both an evaluation of the recruiterõs work and a time 

management tool. To evaluate his or her own work, the recruiter may wish to ask questions such as   

¶ Were all of the objectives (i.e., action items) completed? 

¶ Were they completed on time? 

¶ Were the objectives (and the recruiterõs work schedule) revised as the recruiter learned more 

effective recruitment strategies? 

¶ How can the objectives be improved to find all migratory children while making better use of 

the recruiterõs time? 

The recruiter may also wish to evaluate the strategies in the action plans by asking new migratory 

families and recruitment network contacts how they heard about the MEP and by tracking the 

promotional strategies to learn which ones have been the most effective. Updating the ID&R action 

plan should be an ongoing task.  

Each time a recruiter is hired or re-assigned, it is an excellent opportunity to conduct the research 

needed to develop new local and individual ID&R action plans or to update existing action plans. The 

recruiter who is new to an area brings fresh thinking to the task and an interest in learning about the 

local migratory community. Supervisors should gather as much information as possible from 

departing seasoned recruiters. Supervisors should make sure data logs and contacts have been 

updated and should consider conducting an exit interview that makes note of any suggestions the 

recruiter has for improvements. This will help prepare for the next recruiterõs action plan. If available, 

the recruiter should review state and local ID&R action plans to see what information already exists 

and talk to local MEP staff about whether any updates are needed. If there is no state or local plan, 

the recruiter should talk to local MEP staff about how past ID&R efforts were organized. Where 

action plans have not been developed, the recruiterõs plan could become a starting point for local or 

state planning.  

I look forward to our end of season debriefings. We celebrate our accomplishments 

and plan for the coming year.  

Time Management. To maximize productivity and manage time wisely, the recruiter should work with 

an immediate supervisor. For example, the recruiter may plan to canvass a migratory camp and visit 

a Migrant Head Start center located in the same area on the same day. Scheduling visits to several 

sites that are located in the same geographic area on the same day saves time and travel expenses. 

Some basic things the recruiter should consider when setting a schedule include the following: 
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Weekly/daily considerations:  

¶ the best days/hours to work (early mornings, nights, weekends) 

¶ the best times to visit migratory families, schools, and employers    

¶ which employers, farms, or growers to visit in the current week 

¶ when to promote the program with community agencies 

¶ when to be in the office to complete paperwork and follow up on leads 

¶ how the work schedule can be changed when needed 

Monthly considerations: 

¶ when to submit daily recruiter logs and other paperwork to the supervisor 

¶ attending monthly recruiter meetings 

¶ whether all schools, growers, employers, and farms have been contacted for  

the current month 

Annual considerations: 

¶ the high recruitment seasons 

¶ activities during low recruitment seasons  

¶ when and how often training is conducted  

¶ when professional development should be scheduled 

¶ when to take vacations 

Locating Migratory Families and Youth 

To find local migratory farmworkers, I follow the port-a-john trucks to the fields and 

post flyers about the program on the inside of the doors.  

The recruiterõs research and the recruitment network should help identify when and where  

migratory families can be most easily found. Some common recruiting sites include work sites, 

schools, community organizations, and migratory familiesõ homes. Each of these recruiting sites is 

discussed below.  

Employer-based Recruitment 

To get my foot in the door when I visit a new employer, I bring along someone the 

employer knows and trusts.  
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The recruiter may find it productive to visit the employerõs work site and interview migratory families 

in the fields, processing plant, or migratory labor camps. Depending on the history and the local 

MEPõs relationship with a particular employer, the approach may differ. For example, is this the 

MEPõs first contact with this agricultural employment site or does MEP have a pre-established 

relationship? To prepare, the recruiter may want to do the following: 

¶ Use research and the recruitment network. The recruiter should use the previous research to 

determine which local employers are the most likely to employ temporary or seasonal 

migratory farmworkers or fishermen, including which employers have employed migratory 

workers in the past. 

¶ Meet with individual employers. As discussed previously, if this is a first contact, the recruiter 

may wish to have the supervisor help establish the recruiterõs credibility with migratory 

employers by sending a letter about the MEP and following it up with a phone call. This gives 

the employer advance notice that the recruiter will visit and provides information about the 

MEP. While an unannounced visit is sometimes the only course of action in order to reach an 

employer, attempting to provide advance notice is recommended when possible. 

In whatever manner the encounter is made, when the recruiter does meet with the employer, the 

recruiter should  

¶ introduce himself or herself (a firm handshake is common in the agricultural community); 

¶ determine the employerõs knowledge of the MEP; 

¶ as appropriate, explain the purpose of the MEP; 

¶ determine if the employer has temporary or seasonal jobs; 

¶ solicit the employerõs cooperation in recruiting migratory children; 

¶ determine which workers are the most likely to qualify for the MEP or to have a child or 

spouse who qualifies; 

¶ find out the best times to interview workers (e.g., provide information about the MEP and the 

upcoming recruitment visit by including it with their paychecks) and which languages the 

workers speak; 

¶ find out if there are any workplace requirements that the recruiter needs to obey (e.g., 

parking locations, farm or plant safety measures, where to meet workers); 

¶ schedule the recruitment visit; 

¶ when meeting with key personnel, the recruiter should remember to keep the meeting short, 

positive, and to the point; 

¶ conduct onsite recruitment ð onsite recruitment usually involves direct interviews with family 

and youth to determine eligibility (see Chapter 6 on Interviewing Migrant Families and Youth); 

and 

¶ follow up ð after the meeting, the recruiter should  
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o thank the employer; 

o discuss the results of the recruitment visit (e.g., how many migratory children were 

identified); 

o solicit feedback on how the employer thought the recruitment visit went and whether 

any changes need to be made for future recruitment visits; 

o ask the employer to inform MEP staff when new workers are hired who might qualify 

for the MEP or might have a child or spouse who qualifies; 

o schedule future recruitment visits; and 

o request that employers put MEP contact information in new employee packets or 

allow the recruiter to hang posters in the employee break room.  

School and Community-based Recruitment   

I had a hard time getting a school to work with me, so I had my coordinator send the 

school a letter of introduction and call the school principal. The school was much 

more open the next time I visited.  

The recruiter may find it beneficial to recruit during annual school enrollment periods or to 

participate in community health fairs or other community outreach efforts. When recruiting at these 

venues, the recruiter may find it useful to have families fill out òpre-qualificationó forms to identify 

the parents who are the most likely to have children who are eligible for the MEP. If the pre-

qualification form looks promising, the recruiter can interview the family immediately. Establishing a 

positive relationship with school personnel is very important. Many recruiters work with school 

registrars by having MEP surveys or pre-qualification forms inserted into the schoolõs new student 

enrollment packets. Promising surveys then get mailed to the ID&R office, allowing for the screening 

of potentially eligible families throughout the year. The local recruiter follows up with a phone call to 

further screen the family for eligibility details, and if eligibility looks good, sets an appointment to visit 

the family as soon as possible. To find possible leads, the recruiter may want to find out which 

children are enrolled in other school-based programs that often enroll migratory students, like the 

ESL program. Similarly, the recruiter should attend community service fairs where local service 

providers set up temporary intake offices in a single location to allow migratory families to sign up for 

a number of benefits and services at one time. As with agricultural employment logs and profiles, 

recruiters may find it useful to keep school profiles detailing the primary MEP contact at the school 

(registrar, guidance counselor, school nurse, main office secretary, etc.). When the recruiter 

maintains a contact log, he or she is establishing a record of communication that helps to maintain 

the relationship. Email is another common form of communication with school personnel.  

Get a copy of the student handbook from all the schools in the area where you 

recruit. Read the handbooks and become familiar with the policies for such things as 

attendance, discipline, graduation requirements, and grading periods. Keep the 

handbooks for reference. Then youõll be prepared to help the parents when they 

have questions. 
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Residence-based Recruitment. Canvassing, or going door-to-door, is the primary form of residence-

based recruiting. However, if there is insufficient preparation or research done before conducting a 

canvass, it may not be the most efficient method. For example, it can be extremely efficient to go 

door-to-door looking for migratory children in a migratory labor camp. On the other hand, it can be 

extremely inefficient to randomly go door-to-door in a large urban center. Through research and the 

recruitment network, the recruiter can often identify the most productive areas to canvass. For 

example, the recruiter is likely to find migratory children in housing near local farms and in modest 

apartment complexes or local trailer parks where migratory children have been found in previous 

years. The recruiter may want to use the Stateõs migratory student database to print off a list of 

children along with their previous addresses that have been eligible in the past to look for them as 

well as any new children who may be residing in the same area. 

It can be useful to invite school personnel to participate in recruitment visits to break down barriers 

between the school system and migratory families. Moreover, it is often preferable for teams of 

recruiters to canvass together, especially in areas where large numbers of OSY might be found.  

A good recruiter is prepared. Recruiters should always have a stocked toolkit on hand containing 

materials and resources relating to ID&R, such as 

¶ blank COEs and pens (or a laptop computer or tablet with an electronic national COE); 

¶ a local map that can help identify promising areas in which to recruit; 

¶ an online georeferencing map or other directional guide; 

¶ the Child Eligibility Checklist (Chapter 7) and the Sample Interview Script (Appendix VIII); 

¶ business cards or a badge that identifies the recruiter as being employed by the MEP; 

¶ brochures on the MEP; 

¶ local school student handbooks; 

¶ language dictionaries (e.g., English/Spanish); 

¶ important contact information (e.g., names and phone numbers for the recruiterõs supervisor 

and co-workers, key school personnel, emergency contact information for local hospitals and 

police, etc.); 

¶ local resource guides (e.g., a list of local schools, social service agencies, adult education 

materials); 

¶ school information (e.g., school bus schedules, enrollment procedures, school calendars); 

¶ òWhile-You-Were-Outó doorknob hangers or sticky notes that include the recruiterõs contact 

information;  

¶ a U.S. atlas and list of state abbreviations to look up the spelling of city names when filling 

out the COE; 

¶ maps of Mexico and a state/city index to help identify migratory family origins and to help the 

recruiter look up the spelling of city names in Mexico when filling out the COE; 
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¶ a cell phone, walkie-talkie, or other communication device; and 

¶ a whistle or other safety device. 

Each of the three main recruitment activities (i.e., employer-based recruitment, school and 

community-based recruitment, and residence-based recruitment) is effective in certain settings. 

Therefore, the recruiter should mix and match these approaches, depending upon which will be the 

most effective and efficient in the local community. For example, K-12 students are usually the 

easiest to locate, as they are are likely to attend school. Parents bring the children to school to 

register, and elementary school-aged children, in particular, usually attend regularly. Networking at 

the school and getting referrals from school staff can be an effective and efficient strategy for 

recruiting these students. Pre-school children, on the other hand, may not have any connection to 

the school system unless a local school or other agency operates a daycare or preschool; thus, the 

recruiter may need to find pre-school children through networking with other service agencies, 

agricultural employers, or by canvassing in neighborhoods where migratory families often live. 

Finally, OSY, who are often teenagers, are usually found in the community where they live or work. 

Promotional activities combined with employer-based recruitment may be the best way to contact 

this hard-to-reach group.  

Safety While Recruiting 

Dogs have chased me on recruitment visits, so now I always check to be sure that 

they are chained. If they arenõt chained, I stay in my car and call for someone to 

come out and get the dog before I get out of the car. Iõm required to call my office 

twice a day so they know Iõm safe.     

The recruiter should always be alert to the surroundings and be aware of his or her personal safety 

and security. Driving down a country road after dark, entering a building in a dangerous part of town, 

coming across threatening dogs guarding a farmhouse, or being female in a camp full of males are 

just a few situations the recruiter may encounter. Many of these circumstances arise in any outreach 

job and some occur because of the rural nature of ID&R. Each MEP should have safety policies that 

are reviewed during the recruiterõs initial training. In addition, many MEPs find it useful to meet 

annually with local law enforcement officers to review personal safety strategies. Planning, 

preparation, awareness, and common sense can be the recruiterõs best defense. Experts on safety 

refer to an individualõs òinstinctsó or òsixth senseó that warns of danger. If a situation does not òfeeló 

right, the recruiter should rethink the visit and return another time. Safety is always the first priority 

of the MEP. No student enrollment opportunity is greater than a recruiterõs personal safety. If the 

recruiter is in a dangerous situation, he or she should leave and return another time with additional 

support (recruitment team or agricultural employer). Using personal safety strategies such as those 

described below are important. States may come up with a range of safety measures. For example, 

some safety strategies may be best practices, others may be part of a safety system and finally, 

many states enforce safety protocols.  

Best practices for recruiters include the following: 
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¶ Only enter migratory housing if necessary; most recruitment paperwork can be completed 

outside regardless of the season. 

¶ Conduct pair or team recruiting visits whenever possible. 

¶ Female recruiters can have a male outgoing message on their voicemail such as,  

òHi, youõve reached Jen and Jason, please leave a message,ó in order to deter unwelcomed 

voicemail and text message advances. 

¶ Always have car keys readily accessible. 

¶ Always carry a cell phone; 911 still works without a service provider and in many cases you 

can still text 911 with no reception. 

¶ Consider carrying mace or pepper spray. 

¶ Pay attention to instincts; recruiters should react appropriately if feeling unsafe. 

¶ Pay attention to personal behavior; sometimes a recruiterõs friendly behavior can  

give the wrong impression, especially if cultural differences are present. 

¶ Notify farm employer or manager upon visiting farm worker housing. 

¶ Consider taking a self-defense course.  

Best practices for systems include the following: 

¶ Pre-schedule farm visits whenever possible. 

¶ Use a buddy information system with colleagues to keep everyone informed of when and 

where the recruiter is going to be while conducting recruitment efforts. 

¶ Provide training on proper responses to uncomfortable advances. 

¶ Provide training on how to report incidents and provide samples of previous reports to make 

new staff aware of potential situations.  

Protocols include the following: 

¶ Do not distribute personal phone numbers of colleagues (or others) without their permission. 

¶ Dress codeñrecruiters should wear MEP t-shirts and/or MEP vests if possible. 

¶ Maintain a schedule with information on when and where recruitment efforts will be  

taking place. 

¶ Do not recruit after dark unless pre-scheduled and accompanied by a buddy. (University of 

Vermont Extension, Migrant Education Program, 2011) 

The information provided above is intended to be utilized as a guide to help ID&R administrators and 

recruiters come up with their own safety measures. While serious safety situations are a rarity in the 

MEP, unfortunately they do occasionally occur. The best defense against danger is being informed, 

having a proactive safety plan, and knowing what to do if a problem does occur.  
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Communication. The recruiter should always carry a cell phone with emergency numbers in the 

speed dial and have a backup plan for rural areas that may not have cell phone reception (recruiters 

who do not have a cell phone may want to invest in a walkie-talkie or other communication device). 

Before going on the road, the recruiter should tell a responsible coworker the dayõs visitation 

schedule and an expected time of arrival back at the office or home. When recruiting at a work site, 

the recruiter should check in with the farmer or crew leader before beginning recruitment activities. 

The authorities should be notified if the recruiter does not arrive at a particular destination on time 

and cannot be reached by telephone.  

Local Knowledge. The recruiter should plan visits with safety in mind. Knowing which labor camps or 

neighborhoods may be cause for concern or what apartment complexes should not be visited alone 

may keep the recruiter from entering a potentially dangerous situation. The recruiter should consider 

which areas are best visited during daylight hours and whether a team, rather than an individual, 

should visit a particular apartment building. This type of information, which may be shared by local 

school personnel or community agency staff, should never be ignored. The recruiter should also be 

aware of the locations of local police stations, hospitals, and businesses that are open late. It is also 

important that the local community is aware of the MEP and the recruiter. Wearing a badge that has 

the recruiterõs name and place of employment can establish credibility and identity in case of an 

emergency. The recruiter should also be careful not to share too much personal information, 

particularly his or her home address or home telephone number. 

Transportation. Recruiters should make sure that car doors are locked when not in the vehicle and 

should also keep valuables out of view. The recruiterõs car should be properly maintained and 

mechanically sound. Having a reliable car with a full tank of gas is a necessity when driving in rural 

areas. When possible, the recruiter should choose well-traveled roads and avoid shortcuts through 

isolated areas. The recruiter should have good maps (traditional or those downloaded from the 

Internet) to avoid getting lost. Many recruiters are issued GPS units or other navigation devices to aid 

in recruitment safety and efficiency. Emergency items (car jacks, flares, blankets, matches, 

flashlights, candles, water, a shovel in colder climates, etc.) can help the recruiter stay safe until help 

arrives in the case of an accident or an emergency. 

Conclusion 

The most effective recruiters plan their work and follow their plan. Gathering information on the 

migratory community before beginning recruitment activities and using that information to develop 

an individual action plan can save both time and effort. Furthermore, individual action plans help 

recruiters set priorities and manage time efficiently. The recruiter should consider which recruitment 

strategies are the most likely to be successful when developing his or her own recruitment action 

plan. Safety factors must always be considered when planning work in the migratory community. 

Once the recruiter has identified areas that are likely to have migratory families, the next step is to 

interview individual families and youth, using the Sample Interview Script provided in Appendix VIII. 

Chapter 6 provides an interview protocol, discusses the interview process, and provides lessons 

learned from interviewing.
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Chapter 6. Interviewing Migratory Families and 

Youth 
 

Chapter 6 Learning Objectives 

The recruiter will learn 

¶ how to use an interview script, such as the Sample Interview Script provided in 

Appendix VIII; 

¶ how to prepare an introduction to the MEP and a way to connect with migratory 

families and youth; 

¶ the eligibility factors in the Child Eligibility Checklist in Chapter 7; 

¶ the importance of practicing to ask the questions and probes in the Sample Interview 

Script; 

¶ how to develop a form or system for taking and saving notes; 

¶ the steps to take before, during, and after visiting with a family or youth; 

¶ strategies for handling people who are uneasy or unwilling to be interviewed; 

¶ strategies for telling families that they are not eligible; 

¶ how to handle special situations, such as interviewing emancipated youth or 

someone who speaks another language; and 

¶ how to prepare for his or her first interview. 

 

The Recruiter as Interviewer  

Recruiting requires a great deal of knowledge, skill, and sensitivity. In particular, the recruiter needs 

to thoroughly understand the MEP child eligibility requirements and be able to ask probing, yet not 

leading, questions to make informed decisions about whether a child or youth qualifies to receive 

MEP services. Furthermore, the recruiter needs to solicit this information without offending the 

migratory family or youth. This chapter addresses how the recruiter prepares to interview migratory 

families and youth, as well as how the recruiter should conduct the interview. 
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Is interviewing a science or an art? Is it the science of understanding rules and regulations, 

completing paperwork correctly, analyzing data, and making accurate eligibility determinations?   

Or is it the art of talking to people one-on-one to elicit information that may be very personal?  

Interviewing is both. The recruiter must strike a balance between having a relaxed conversation and 

gathering the very specific information needed to determine child eligibility.  

Conducting a thorough interview and accurately documenting the information collected is key to 

determining a childõs eligibility for the MEP. Therefore, in addition to the National COE (or COE), the 

official record of the stateõs eligibility determination for each individual child, many states also utilize 

a supplemental interview form to gather supporting information. For this purpose, a Sample 

Interview Script has been provided in Appendix VIII to guide the recruiter through the actual interview 

process. This chapter will walk the recruiter through the process immediately before visiting 

prospective families or youth all the way through what to do after completing the interview.  

Sample Interview Script 

To determine whether a child or youth is eligible for the MEP, the recruiter needs to interview the 

migratory worker or another responsible adult to obtain information regarding eligibility. 

Supplemental interview forms guide the recruiter through a series of questions to create a 

structured, yet comfortable, conversation to draw out the information needed to make a preliminary 

eligibility determination. It is the recruiter, not the migratory worker, with the help of other MEP staff, 

who makes the preliminary eligibility determination of whether a child qualifies for the MEP. In many 

states, it is the ID&R Coordinator or state MEP Director who makes the final eligibility decision. The 

recruiter should always remember his or her role. 

While a supplemental interview form is a useful tool in determining child eligibility, it is not all-

inclusive. There are situations where the recruiter may need to ask different questions to address a 

particular interview situation. However, supplemental forms provide two purposes: a starting point 

for new recruiters to understand the basic questions to determine child eligibility, and a supporting 

record of the underlying information the COE is designed to collect. The new recruiter may find a 

script more useful than a veteran recruiter. However, the veteran recruiter should consider making a 

script part of the standard interview process to ensure that he or she is asking all of the key 

questions through the process of the interview.  

The Sample Interview Script in Appendix VIII is formatted to guide the new recruiter through an 

eligibility interview. It is organized into six sections that reflect the interview process. The sections, 

which are named for the tasks the recruiter should complete, are 

1. Lay the Groundwork for the Interview 

2. Transition to the Interview 

3. Gather Information on Child Eligibility 

4. Transition to the Confirmation Process 

5. Confirm Responses 
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6. Close the Interview 

The first two sections are introductions and explanations. The third section is what could be referred 

to as the eligibility interview, where the recruiter asks questions of the family or youth to determine 

eligibility for the MEP. After gathering information through these questions, the recruiter transitions 

to a summary and confirmation of the eligibility information. Finally, the recruiter closes the interview 

and leaves the family or youth. 

Each section of the Sample Interview Script has a title and a series of basic statements or questions 

(written in regular typeface) that the recruiter should ask. Instructions to the recruiter and notes are 

written in italics or are provided as footnotes at the bottom of the page; the recruiter should not read 

these aloud since they are meant to guide the recruiter in completing the interview.  

Section 3: Gather Information on Child Eligibility includes questions that are used to determine child 

eligibility. The section is organized by the factors in the Child Eligibility Checklist found in Chapter 7. 

Section 3 also includes a list of the items in the COE that the questions address. The script also 

provides space for the recruiter to take notes on the intervieweeõs responses.  

When using the Sample Interview Script, the recruiter should keep the following in mind: 

¶ If the questions and subquestions do not draw out the information the recruiter needs, the 

recruiter can ask questions from the òAdditional Questionsó provided to obtain the same 

information in a different way or to request additional information, only if needed, to confirm, 

clarify, or supplement the initial response.  

¶ If a recruiter gets a response to a question that would make a child ineligible for the 

program, the recruiter should make sure the interviewee understood the question before 

terminating the interview. The recruiter can restate the question in another way, using one of 

the additional questions provided, being careful not to lead the interviewee or make it 

appear as if there is a òrightó answer.  

¶ Space is provided on the Sample Interview Script form for notes.  

Section 3 of the Sample Interview Script addresses the following Child Eligibility Factors:  

FACTOR 1: CHILDõS AGE: The child is younger than 22 years old on the date of the interview.   

FACTOR 2: CHILDõS SCHOOL COMPLETION STATUS: The child is entitled to a free public 

education (through grade 12) under state law. For example, the child is not a high school 

graduate or does not hold a HSED.3 OR, the child is not yet at a grade level at which the 

school district provides a free public education. 

                                                      
3 The recruiter should find out which older children are still entitled to a free public education in his or her 

state. If a question arises (e.g., the child has a secondary school degree issued by another country or has 

received a certificate of completion in lieu of a diploma), the recruiter should find out from state officials 

whether the child is entitled to continue to pursue a high school diploma in that state.  
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FACTOR 3a: CHILDõS QUALIFYING MOVE: The child moved within the 36 months preceding the 

date of the interview. The move made by the child was due to economic necessity, AND from 

one residence to another residence, AND from one school district to another.  

FACTOR 3b: CHILDõS QUALIFYING MOVE RELATIVE TO THE MIGRATORY AGRICULTURAL 

WORKER OR FISHER: The childõs QUALIFYING MOVE in FACTOR 3a was with, to join, or to 

precede a parent, guardian, or spouse who is a migratory agricultural worker or a migratory 

fisher (whose status has been determined in Factors 4a and 4b). 

FACTOR 4a: MIGRATORY AGRICULTURAL WORKERõS OR MIGRATORY FISHERõS (MAW/MF) 

QUALIFYING MOVE: The parent/guardian/spouse or child (if the child is the worker) moved 

within the 36 months preceding the date of the interview, AND the move made by the 

parent/guardian/spouse or child (if the child is the worker) was due to economic necessity, 

AND from one residence to another residence, AND from one school district to another.4 

FACTOR 4b: QUALIFYING WORK FOR THE MIGRATORY AGRICULTURAL WORKER OR FISHER: 

After the qualifying move in Factor 4a, the parent/guardian/spouse or child (if the child is the 

worker) engaged in new qualifying work soon after the move, OR did NOT engage in new 

qualifying work soon after the move, but he or she actively sought new qualifying work, AND 

has a recent history of moves for qualifying work. The qualifying work is seasonal 

employment, OR temporary employment, OR personal subsistence. The qualifying work is 

agricultural OR fishing.  

 

The eligibility factors are based on the definition of a migratory child, migratory agricultural worker, 

migratory fisher, and qualifying move found in the statute. Chapter 7, will discuss how to interpret 

the intervieweeõs responses. 

Variations of Supplemental Interview Forms. While the Sample Interview Script described above 

provides a very detailed guide for the new recruiter, other supplemental interview forms may be 

more condensed for a traditional interview situation. The purpose of supplemental interview forms is 

to provide a recruiter with the questions needed in order to consistently obtain sufficient information 

to make an eligibility determination for a migratory child, youth, and family. 

While no tool can meet the needs of every state, every recruiter, and every interview, states may wish 

to adopt a supplemental interview form to address state initiatives or to meet quality assurance 

goals. In some states, the recruiter may need to collect additional information that is required for the 

CSPR or for special program services, or may want to collect information on childrenõs home 

language, learning skills, or medical history including immunizations. Finally, the state may want to 

revise a supplemental interview form so it can be used to conduct re-interviews. Although recruiters 

are not required to use supplemental interview forms, every interview should address all of the child 

eligibility factors discussed in Chapter 7.  

                                                      
4 In a state that is comprised of a single school district, the child moved from one administrative area 

to another within such district or resides in a school district of more than 15,000 square miles and 

migrates a distance of 20 miles or more to a temporary residence. 
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Asking Screening Questions. After the new recruiter has conducted several interviews and has 

gained experience with the structure and questions, he or she might want to select a few questions, 

as briefly mentioned above, that can be used to screen families and youth. This practice helps by 

quickly screening whether anyone in the household meets the primary eligibility criteria, thereby 

warranting a full interview. Although the most reliable way to determine which children or youth are 

eligible for the program is to conduct a full interview with every prospect, because of time 

constraints, the recruiter may decide to focus on those children and youth who are most likely to be 

eligible. As a word of caution, however, the recruiter must be very careful not to allow his or her 

implicit biases impact which families or workers he or she selects for interviews after screening. Any 

decisions on who should not receive a full interview should be based on objective facts, such as any 

eligibility factors that are obviously not met. The recruiter should recognize that using screening 

questions will mean that some eligible children are likely to be missed, so the recruiter must weigh 

the need for efficiency against the importance of identifying all eligible migratory children.  

A recruiter may realize during a screening conversation that the circumstances of the family or youth 

are ambiguous or complex and therefore pose challenges to determine whether the family or youth 

might be eligible. If the recruiter is unsure whether the family or youth meets eligibility criteria after 

asking some screening questions, rather than decide not to follow up with a full interview, the 

recruiter should consult with his or her supervisor. The supervisor may have more experience to help 

analyze the information obtained from the family or youth or may recommend additional questions to 

clarify the familyõs or youthõs circumstances. The risk in not seeking help and not persisting in getting 

more information is that the recruiter may miss qualifying an eligible child or youth who needs MEP 

services. 

If the recruiter uses screening questions, he or she should not make a preliminary eligibility 

determination without asking all of the questions (except for the òAdditional Questionsó) on the 

Sample Interview Script. The type of friendly conversation that often occurs during an initial 

screening will not give the recruiter enough information on each of the child eligibility factors to make 

a reliable child eligibility determination. During the full interview, the recruiter will need to ask 

enough follow up questions to gather all needed information. Asking screening questions may help 

the recruiter use time wisely by only conducting interviews when it is likely that a child or youth will 

be eligible for the MEP. However, screening questions cannot replace a full interview.  

Changing the Order of Questions. Another adaptation or modification that a recruiter might consider 

is changing the order of the questions on the supplemental interview forms to get at the questions 

that would be most likely to disqualify a particular child or youth first. For example, if the recruiter is 

interviewing a mother who has three young children with her, the recruiter might find it more 

productive to begin the interview by asking whether the family has moved within the last 36 months 

rather than by asking the ages of the children. If the family has not moved, there is no reason to 

proceed further with the interview. Also, the recruiter may want to change the phrasing of questions 

to use language that local families might be more familiar with or may want to translate the 

questions into the familyõs native language. Although recruiters have the flexibility to modify the 

order of questions, recruiters must examine the child eligibility factors to determine whether a child 

is eligible for the MEP. 
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Visiting Families or Youth 

I donõt jump into a full interview too soon. I let the family see me around before I do a 

full interview.  

Although the interview is the most important interaction in ID&R, there is important preparation work 

that the recruiter must do to make the interview successful. The state or local program may require 

the recruiter to complete some or all of the following activities before, during, and after interviewing 

families and youth. 

Before the Visit. When the recruiter makes a home visit, often without an invitation or advance 

notification, the recruiter is stepping into the world and culture of the migratory family. Therefore, it is 

important for the recruiter to make a good first impression and respect the dignity of the individuals 

and families being visited. The following are general steps the recruiter may wish to follow prior to 

visiting a family: 

¶ Pre-screen families or youth prior to the visit, if possible. For example, follow up with families 

or youth who have completed either a school or employer survey such as the ones found in 

Appendix III and appear to be eligible for the program or have a child or spouse who is likely 

to be eligible. If that is not possible, the recruiter can call the family prior to the visit or get 

information from others who know the family or youth. 

¶ Develop a schedule of whom to visit each day and get directions to the family or youthõs 

home or workplace. If interviews will be conducted at a housing unit or work site, contact the 

housing unit manager, farm owner, plant manager, etc. first to explain the reason for the visit 

and ideally obtain permission to conduct the interview (see the sections on Identifying 

Important Information Sources and on Building Relationships and Gathering Data in Chapter 

4). 

¶ Determine whether an interpreter is needed and, if so, make suitable arrangements. Bring a 

copy of the COE that is translated into the familyõs native language. Find out as much as 

possible about the family or youthõs needs prior to the visit so that the recruiter can bring 

useful resources. For example, if an older child did not complete high school, the recruiter 

may want to bring information on a local high school equivalency (HSE) program.  

¶ Print out information on the family from the state migratory student database, if available, 

such as any COE data that is in the system or a list of courses the child has taken that are 

only partially complete. 

¶ Dress neatly, but not too formally, so that the family feels comfortable. 

¶ Give a colleague a copy of the dayõs schedule, complete with locations, approximate times, 

and when the recruiter expects to return to the office or home (see Safety While Recruiting in 

Chapter 5). Notify the office or a co-worker if plans change. 

¶ Print a copy of the Sample Interview Script and the child eligibility factors to be addressed 

during the interview. 
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¶ Bring any materials the recruiter will need to complete the COE and any other forms required 

by the state. For example, some states require the completion of a needs assessment for all 

families or an OSY profile for every OSY enrolled into the program. Some states use a paper 

copy of the COE form and require a pen. In other states, tablets, smartphones or laptop 

computers may be used (see suggestions for what to take on a recruiting visit in the section 

on Contacting Migratory Families and Youth in Chapter 5). 

¶ Take time to get organized before conducting each interview. Fumbling for promotional 

materials or COEs makes the recruiter look ill prepared and canreflect poorly on the MEP. 

During the Visit. As stated previously, during the interview, the new recruiter should follow the 

Sample Interview Script. Supplemental forms provide detailed questions that the recruiter should 

ask; however, the following are additional guidelines to follow when interviewing: 

¶ Observe the surroundings. The recruiter should always be observant about the family or 

youthõs environment. For interviews that are conducted at the home or workplace, the 

recruiter should look for clues that may require the recruiter to ask additional questions to 

help determine if the child is eligible for the MEP. For example, seeing that a migratory family 

is operating a well-established day care center out of the home might alert the recruiter to 

ask more questions about whether the family has moved within the last three years. The 

recruiter should use all available information to ask the right questions to accurately 

determine the childõs eligibility for the MEP. 

¶ Make introductions and explain the purpose of the visit. The recruiter should begin by 

introducing himself or herself and explaining the program the recruiter represents and the 

reason for the visit. It is not necessary to go into great detail about MEP services, but the 

recruiter should provide enough information to put the interviewee at ease so the recruiter 

can gather accurate information. A parent or youth may feel less apprehensive and may be 

more forthcoming if he or she understands the reason for the interview. The recruiter may 

also want to point out that he or she is not selling anything; the MEP is free for eligible 

children and the information they provide is confidential.  

¶ Find common ground. The recruiter will need to think about how to build a rapport with 

migratory families. Saying things such as, òI see we both have three childrenó or òYouõve lived 

in Texas; Iõve been to Texas several times and really liked itó may relax the interviewee and 

keep the conversation going as the recruiter obtains the required information. Making 

friendly conversation with the children or admiring a pet or a childõs artwork may also make 

parents feel more comfortable. 

¶ Use a conversational tone. This will help put the interviewee at ease and will make the 

recruiter more likely to obtain accurate information. Administrators often try to hire recruiters 

who are friendly, non-threatening, and if possible, from similar cultural backgrounds so 

families and youth feel comfortable talking with them. Being too òbusiness-likeó or asking 

probing questions too quickly can make a family or youth feel uneasy and unwilling to share 

information. Having an understanding of possible cross cultural differences will help to set 

the proper tone of the interview.  
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¶ Take notes. The recruiter should always take notes during the interview rather than rely on 

memory. These notes, which can be filed with the completed COE or on a supplemental 

interview form, become important when an eligibility determination is questioned or when a 

third party requests additional information on how the decision was made (e.g., as in the 

case of a quality control re-interview, or in an appeal by a parent). 

¶ Practice active listening. The recruiter only gets the information that is needed when the 

interviewee is talking. Therefore, the recruiter should be sure not to dominate the 

conversation. The recruiter should use active listening skills, including techniques like the 

following: 

o Focus on the speaker. 

o Sit near the speaker. 

o Lean forward in an engaged pose.  

o Restate the speakerõs key points. 

o Summarize the conversation. 

o Ask relevant questions. 

o Show interest through facial expressions and gestures like nodding. 

o Let the speaker rest after talking.  

Interrupting speakers, dominating the conversation, or even coaching answers from a parent 

or youth is not only a sign of disrespect, but it can lead to faulty eligibility determinations.  

¶ Repeat or reword questions. The recruiter should feel comfortable asking a question a 

second time or approaching it from a different angle. For example, a recruiter might ask, 

òHas your oldest daughter graduated from high school?ó òHas she received a HSED?ó òDid 

she take a test and receive a certificate that said she passed high school?ó Rewording a 

question may help the interviewee understand what information the recruiter is seeking.  

¶ Answer questions or make a note to follow up. If the family or youth asks a question that the 

recruiter cannot answer, the recruiter should not be afraid to say, òI do not know the answer 

to that, but Iõll be glad to find out for you.ó It is much better for the recruiter to admit not 

knowing something than to give the wrong answer. Writing down any questions or concerns 

the family or youth might have and following up with them later will help build the recruiterõs 

credibility within the migratory community. 

¶ Ask for additional information or documentation. Following are several common scenarios in 

which the recruiter is advised to ask more questions or to get additional documentation: 

o The facts are unclear. An interviewee may give conflicting or unclear answers 

because of fear or stress, an inability to recall specific information, language issues, 

or other unintentional reasons. In particular, it is critical to gather enough information 

to be able to develop a timeline to chart moves, qualifying moves, dates of 

engagement with qualifying work, QAD, etc. because these dates determine if a child 

or youth is eligible for MEP services and on what date eligibility begins. For example, 

one family member may say the family moved in the spring, and another family 
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member may say they moved in the summer. The recruiter should ask for more 

information to clarify the date of the move. Another example is where language 

issues prevent the recruiter from getting clear responses to eligibility questions (e.g., 

the person being interviewed speaks a language that is not typically spoken in that 

area and the local project is unable to find a good translator). Again, the child should 

not be enrolled until the MEP has enough information to determine if he or she is 

eligible.  

o It is not clear that the employment the worker is engaged in or actively sought is 

qualifying work. If the worker moved to find work that the state has not qualified 

previously, it may not be clear whether the work meets the definition of being 

agricultural or fishing or of being temporary or seasonal employment. In this case, the 

recruiter would need to collect enough information to allow the state to determine if 

the work qualifies for purposes of the MEP.  

o The worker did not engage in qualifying work soon after the move, information (1) on 

the ways in which the worker actively sought such employment and (2) the recent 

history of the workerõs moves for qualifying work is not evident. (These moves do not 

have to be qualifying moves.) For workers who did not engage in qualifying work soon 

after the move, the recruiter needs information on both (1) and (2). The recruiter 

should ask the worker about where he or she applied for work and how many 

potential employers he or she contacted within 60 days after the move. See the NRG 

for a recommended interpretation of òsoon after the moveó (NRG, Ch. II, C5). Also, 

the recruiter should review information on family moves that may be available in the 

state MEP student database or Migrant Student Information Exchange (MSIX). 

o The recruiter suspects that the family has not been truthful. In some cases, parents 

may say whatever they need to say to get their child a desired MEP service (e.g., extra 

tutoring). For example, a worker may claim to have moved to another state for 

qualifying employment during a specific time period. However, the recruiter may have 

viewed records that show the children in attendance at the local school or seen the 

worker in town during that time. In this case, the recruiter should ask for additional 

information such as proof of employment that may include verbal confirmation from 

the employer, a copy of a pay stub, or a copy of an employment application. The 

recruiter might also speak with school personnel to find out if the child missed any 

school during the time the worker claimed to have moved to another state. 

o The family made a short duration move. If a move was of an extremely short duration 

of time, for example a few days or less than one week, it may be questionable 

whether the move was a change in residence. In situations such as short duration 

moves the recruiter should ask the State for its written policy for determining and 

documenting when and why these moves qualify for the MEP. In cases where  change 

of residence may be questioned, the recruiter should clearly document on the COE 

why he or she believes that a move of such short duration would be considered a 

qualifying move. 

o It is not clear that the move was made due to economic necessity. The MEP is 

premised on the Federal governmentõs understanding that migratory children have 
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unique needs in view of their mobility, and generally are in low-income families.  

However, the statutory requirement that a qualifying move be made due to economic 

necessity clarifies that, under the ESEA, economic necessity is integral to a move that 

makes a child a òmigratoryó child. Thus, a person who leaves from the place where 

he or she lives to, for example, (1) visit family or friends, (2) attend a wedding or 

other event, (3) take a vacation, (4) have an educational or recreational experience, 

or (5) take care of a legal matter, would not have òchanged residence due to 

economic necessityó because the person did not go to the new place because of 

financial need.  Similarly, this person would not have òchanged residence due to an 

economic necessityó upon returning home from one of these visits.  The recruiter 

may want to ask additional questions if it is not evident that the move was due to 

economic necessity, as defined above.  

Additional documentation should only be requested when the information is needed to 

determine a childõs eligibility for the MEP, since parents may view these requests as 

unnecessary and intrusive. The recruiter should talk with a supervisor to decide if additional 

documentation is needed and, if so, what type of documentation to request (more 

information on documentation is provided in Chapter 7). If the recruiter and supervisor are 

not able to determine if a child is eligible for the MEP because the parent is unwilling to 

provide additional documentation or there are still questions about the childõs eligibility after 

the recruiter reviews the additional documentation, the child should not be enrolled in the 

MEP. 

¶ Confirm the information on the COE and get the form signed. The recruiter should review the 

COE with the person who was interviewed to make sure that everything recorded on the form 

is accurate. When you review the information, the interviewee may make corrections or 

remember additional details; the recruiter should take the time to get it right. The recruiter 

should summarize the information gathered from the interview and repeat it back to allow 

the interviewee to make corrections if necessary. Once any needed corrections have been 

made to the COE, the recruiter can then ask the interviewee to sign the form to verify that he 

or she provided the information and that it is true to the best of his or her knowledge. The 

recruiter may have permission slips or other forms that need to be signed as well. 

¶ Thank the interviewee and ask for referrals. The recruiter should thank the interviewee for 

his or her time and ask whether there are other farmworkers or fishers who live in the local 

community who might be eligible for the program or have additional family members or co-

workers who might be eligible.   

Iõm careful not to promise the family that their child will receive services because my state 

doesnõt get enough money to serve every child. Iõd rather tell the family that I will find out 

whether their child can get extra services so I donõt promise something I canõt deliver. I want 

migratory families to be able to trust me.  

After the Visit. After the recruiter has completed the interview portion of the visit, he or she should do 

the following: 
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¶ Check the COE to make sure it is complete, clear, signed, and correct (see the sample COE 

Review Checklist in Appendix XII).  

¶ If needed, consult with the translator to verify the information on the national COE and 

observations regarding the interview. 

¶ Make a note of any observations about the family or youth that may assist in making the final 

eligibility determination. 

¶ If appropriate, thank the housing unit manager, farm owner, or employer for being 

cooperative. 

¶ Follow up on any promises made to the family during the interview. 

¶ With the intervieweeõs permission, contact community agencies and provide them with 

referral information so they can help address any needs the family may have that are outside 

of the scope of the MEP.  

¶ Where required by the state or local program, record the interview in an activity log (i.e., a 

record of how the recruiter uses his or her time) and complete any other required paperwork. 

¶ If the recruiter gathered any new or updated information from the family or youth, enter that 

information in the state or local migratory student database.  

¶ Avoid sharing private information about the family that came out of the visit. Respecting 

confidences is a way of gaining the respect and trust of the family. Much of this information 

is also protected by privacy laws.  

Difficulties While Interviewing   

The recruiter may encounter any number of difficulties during an interview. While it is impossible to 

anticipate every possible issue a recruiter might encounter, some of the most common are 

discussed below.  

Resistance. Migratory family members or youth may refuse to be interviewed or may not want to 

disclose information about their employment, particularly if the family or youth is not familiar with the 

program. While there are many reasons why a recruiter could face resistance, one reason is that a 

number of recent immigrants and farmworkers are uneasy about providing information to a 

government representative for privacy or other reasons. It is important that the recruiter assure the 

interviewee that the COE will only be used to document the childõs eligibility for the MEP and that the 

MEP does not collect information on immigration status of a family or individual. By explaining the 

MEPõs basic purpose, the recruiter may be able to persuade the family member to allow the recruiter 

to interview him or her. The recruiter may also ask a family who has been served by the MEP to talk 

with the new family. Many times a resistant migratory family or youth will become more cooperative 

after talking with a satisfied parent or other OSY. Another strategy is to give the family time to think 

about the request and come back later. 

To overcome resistance, it might be helpful for the recruiter to make the following points: 
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¶ A family or workerõs immigration status is not a factor in determining eligibility for  

the MEP.  

¶ In the U.S., all children are entitled to receive a K-12 education, regardless of their 

immigration status. In fact, each state has compulsory school attendance for children who 

are within a specific age range.5  

¶ The state is required to look for all children who are eligible for MEP services. 

¶ The MEP is a supplemental educational program that helps migratory children  

who are struggling to keep up in school due to factors such as a lack of educational 

continuity, lost instructional time, difficulty adjusting to a new school, lack of educational 

support in the home, health issues, and access to services. 

¶ Even if a child does not need help at this time, the family should know about the MEP for 

future reference. 

The recruiter does not need to mention all of these points if the family is comfortable with sharing 

information or already knows about the program. 

Assumptions and Judgments. The recruiter is susceptible to making assumptions and judgments 

about people he or she encounters that may make interviewing difficult. Some common assumptions 

the recruiter may unintentionally make include those found in Table 1. 

Table 1. Eligibility Interviewing Assumptions and Facts 

Assumption Fact 

Every child in a family qualifies  

for the MEP.   

There are times when one or more children in a family may not 

be eligible for the MEP. For example, a child may have been 

born after the family made the qualifying move or an older child 

may already have completed high school. 

If the children did not move 

with the worker they do not 

qualify for the MEP. 

In some cases, a worker may move alone, leaving the children 

with a spouse or grandparent. In these cases, the children are 

not eligible for the MEP because they did not move. However, it 

is possible that some or all of the children made a subsequent 

qualifying move with the worker.  

All workers at a particular job-

site qualify. 

Some sites have both permanent and temporary or seasonal 

jobs. The recruiter should make sure that the job the worker 

sought is temporary or seasonal. 

                                                      
5 For information on age range for compulsory school attendance and special education services, 

and policies on year-round schools and kindergarten programs, by state, as of 2015, visit: 

https://nces.ed.gov/programs/statereform/tab5_1.asp. This information is also available from each 

SEA.  

https://nces.ed.gov/programs/statereform/tab5_1.asp
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Assumption Fact 

All migratory families or 

workers are Latino (or some 

other ethnic group). 

Migratory workers have been identified in many different ethnic 

groups. 

All Latino immigrants are 

migratory families or workers. 

There are many Latino immigrants who do not meet the 

eligibility requirement for the MEP. 

If the workerõs most recent 

qualifying move was not to find 

qualifying work, his children do 

not qualify. 

If a child makes a qualifying move with or to join a 

parent/guardian who is a migratory agricultural worker, 

regardless of whether this particular move was to find qualifying 

work, the child could still be eligible for the MEP if the childõs 

move was within the 36 months preceding the date of the 

interview, and the parent still retains his/her status as a 

migratory agricultural worker. 

The recruiter may unconsciously make judgments about individual families or youth that affect the 

outcome of the interview. For example, over time the recruiter may become aware that some families 

are more or less respected by other members of the local migratory community. The recruiter should 

be careful not to base eligibility decisions on assumptions or judgments formed by others, but rather 

look objectively at the facts. Even if the recruiter is uncomfortable with a particular family or youthõs 

lifestyle or behavior, the recruiter cannot factor these feelings into the eligibility decision. The 

recruiterõs role is not to judge a family or youth, but rather to make objective eligibility determinations 

for the MEP.  

Language and Culture. The recruiter may come in contact with unfamiliar languages or cultural 

norms. If the recruiter does not speak the familyõs language, he or she may overcome linguistic 

differences with the use of an interpreter. When using an interpreter, the recruiter should remember 

to communicate with the family, not just the interpreter. Avoiding slang and long statements can 

make interpretation easier. The interviewee should be reminded that talking slowly and pausing 

when responding will help the interpreter. Cultural challenges can be more difficult to overcome. 

However, most people generally appreciate sincere attempts to be cordial and respectful. Having 

sincere concern for the welfare of the family and children will also help to avoid awkward cultural 

misunderstandings.  

Distractions. The recruiter should be aware that distractions can diminish the quality of an eligibility 

interview. To increase the reliability of the interview, the family or youth should be in a comfortable 

environment with limited distractions. For example, a recruiter that interviews a worker at the 

doorstep of the homeñwith cars passing, children playing, and dogs barkingñmay not get accurate 

information or may not record the information accurately. The recruiter should be aware of the 

surroundings, and if there are too many distractions, the recruiter could ask screening questions,  

but wait to do the full interview at a more convenient time. If appropriate, the recruiter could also 

suggest moving the interview to a more accommodating space.  
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Leading Questions. Because the interview is critical to determining the child or youthõs eligibility for 

the MEP, the recruiter should avoid asking questions that lead families to give vague or untruthful 

answers. Leading questions can often be answered by òyesó or ònoó responses and prompt the 

interviewee to give a particular answer. On the other hand, open-ended questions prompt the 

interviewee to provide more information than simply yes or no. In the first example below, òyou 

moved here to work in agriculture, right?ó the phrasing makes it appear that òyesó is the correct 

response. Rephrasing the question to òwhy did you move here?ó allows the interviewee to provide 

various reasons without having a predetermined answer in mind. Below are several examples of 

leading questions that the recruiter should avoid, along with suggestions on how to rephrase them  

to be open-ended. 

Table 2. Comparison of Open-Ended vs. Leading Questions 

Ask open-ended questionsé DO NOT ask leading questionsé 

Why did you move here? You moved here to work in agriculture, right? 

What kind of work were you looking for? 

How did you know this type of work was 

available? 

Did you move to engage in any type of agricultural 

work? 

 

Has anyone in your family moved recently?   

When did they move? 

You have moved recently, have you not? Say, within 

the past three years? 

How long has your family been living in  

[name of current home town]?  

Did you ever travel anywhere else? 

You know we have a great summer program for 

children who have moved. I will bet your kids have 

moved in the last few years, have they not? 

The recruiter should not tell the interviewee the MEP eligibility requirements before the interview 

begins as this might inadvertently affect the intervieweeõs responses. Instead, the recruiter should 

ask questions similar to those in the Sample Interview Script in order to obtain accurate information.  

Chronological Confusion. Experienced recruiters often report that it is easier to get a worker to tell 

what was done than when it was done. For example, a worker may recall having worked at a chicken 

processing plant, but may have trouble remembering the exact start date. Many people have trouble 

remembering specific dates; this can be even more difficult for migratory families who move 

frequently. Because the SEA must approve the COE on or before the parentõs status of a migratory 

agricultural worker expires, it is critical that the recruiter establish the most recent date that the 

children made a qualifying move with the parent/guardian who is a migratory worker 

To help the worker place the event in time, the recruiter may wish to 

¶ review a calendar with the worker and ask the worker to point to the date of the move; 
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¶ ask about the weather during the time the worker moved or obtained the agricultural or 

fishing work; 

¶ help the worker recall important news, school, or family events and try to determine if the 

move happened before or after that event; 

¶ ask the worker to recall the ages or grade levels of the children at the time of the move; 

¶ check with other family members; or 

¶ ask to see pay stubs or school records.  

If the family has previously qualified for MEP services, information in the MEP student database or 

MSIX may help place the family or youthõs move. 

Contradictions. During an interview, a family may give answers that appear to be contradictory or 

inconsistent with what the recruiter has observed. For instance, the recruiter may observe that the 

family runs a thriving construction business even though the parent says he moves frequently for 

agricultural work. If a situation is unclear or if the recruiter is not satisfied with the answers that the 

interviewee provided, the recruiter should tell the interviewee that he or she has to consult with a 

supervisor before determining if the child or youth is eligible and that he or she will inform the family 

of the supervisorõs decision. A family or interviewee may feel pressure to give false or exaggerated 

information for a variety of reasons: to qualify for services, to please a friendly recruiter, to appease 

another family member, or to compensate for not knowing or remembering the answers to certain 

questions. The recruiter should be aware of these motivations and clarify any information that does 

not appear to be accurate. More information on this topic is found earlier in this chapter; material on 

falsification of information by the recruiter is found in the next chapter.  

Premature Determinations. The recruiter should avoid telling the interviewee whether the child or 

youth is eligible for the MEP during the initial visit. There may be circumstances or issues that the 

recruiter did not consider during the interview that may later affect the eligibility determination. For 

example, the MEP staff person who reviews the COE may question whether the work that the family 

does is temporary or may know something about the family that might affect the childõs eligibility 

(e.g., the child did not move with the parents to do agricultural work). This additional information 

could change the recruiterõs initial eligibility determination.  

Similarly, the recruiter should avoid telling the interviewee that the child or youth will receive MEP 

services. The MEP is not required to serve every eligible migratory child. In some areas, there may 

not be enough migratory children to justify the cost of starting a program. In others, an eligible child 

may not be served because there are other eligible children who have greater needs. Funds are 

limited and local programs are often forced to make tough decisions. Families often ask what kind of 

services their children will receive, and the recruiter may be tempted to list all the services the local 

program provides. However, the recruiter should keep in mind that not all eligible children will 

receive all services. Therefore, while most programs assess migratory children and do their best to 

deliver the most appropriate services, there is no guarantee that every child will be served.  

The recruiter should avoid the uncomfortable and unpleasant position of having to return to a family 

to inform them that there has been a mistake and their child is not eligible for the MEP and will not 
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receive promised services. The recruiter should inform the family that others need to review the COE 

before a final eligibility determination is made, and that someone from the MEP will notify the family 

of the outcome.  

Lessons Learned: Interviewing Migratory Families and Out-of-School Youth 

In the fall of 2004, most states re-interviewed a sample of children who had been determined to be 

eligible for the MEP as part of a National Re-Interview Initiative. Through this initiative, there were a 

number of lessons that were learned about interviewing migratory families and youth. Some of those 

lessons are listed below.  

The Role of the Recruiter. The recruiter may encounter families who are living far below the poverty 

level and who have great needs. Regardless of the level of poverty the recruiter finds in a home or 

shelter, the recruiter cannot confuse empathy for the family with the duties of the job. The recruiter 

should be careful not to perceive himself or herself as having the power to decide which children are 

eligible to receive services and which ones are not. Furthermore, the recruiter cannot use the MEP 

as a way to òlevel the playing fieldó by occasionally making a questionable eligibility determination to 

help a particularly deserving family. While it might feel good to be able to help a deserving family, the 

role of the MEP recruiter is to identify and recruit eligible migratory children, not children in need. 

Moreover, for families that have domestic problems, there are social organizations that can help 

them with issues like domestic violence, drug abuse, child abuse, or neglect. The recruiter may not 

feel comfortable giving unsolicited information about these services to a family, but he or she should 

be aware that these services exist and should provide the information if necessary. In addition, the 

recruiter should learn the local, district, and/or state policy with regard to when and how to report 

suspected cases of child abuse and neglect.  

Quality Control Procedures. Routine quality control checks are important for catching eligibility 

determination errors. The 2004 National Re-Interview Initiative resulted in EDõs issuance of 

regulations that mandate quality control procedures nationwide. Annual prospective re-interviews are 

designed to catch errors prior to reporting the number of migratory children in the state. An ongoing 

random sampling of students allows concrete training opportunities when errors are found. It also 

leaves less room for intentional inaccuracies from recruiters when they know ahead of time a family 

may be called for a random re-interview. 

Double check dates. Dates for qualifying moves are critical. For that reason the recruiter must make 

the extra effort to ensure that the dates recorded on the COE are as accurate as possible. The 

qualifying move date for the children establishes the QAD, which determines the length of time the 

child is eligible for the MEP. The qualifying move date for the worker establishes the timeframe for 

the individualõs status as a migratory agricultural worker/migratory fisher. This date is also critical 

because the SEA must approve the COE on or before the parentõs status of a migratory agricultural 

worker expires. 

Services Vary. States and school districts offer a variety of different types of services through the 

MEP. A child may receive a service in one state that is not available in another state. Moreover, 
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services may even vary within a state from one local project to another. Therefore, the recruiter 

should inform the family that services can vary from one MEP to the next. 

Referring Families and Youth to Appropriate Services. The recruiter, with the familyõs consent, 

should feel free to refer a family to other suitable service providers. When the recruiter is able to 

accurately identify the familyõs needs and provide complete information on the referral source, the 

family is more likely to get the services they need. In making a referral, the recruiter should provide 

the family with the  

¶ name of organization, 

¶ location and hours of operation, 

¶ name of contact person and telephone number, 

¶ eligibility criteria, and 

¶ services provided. 

To increase the likelihood that the family will actually receive services, the recruiter should follow-up 

by 

¶ contacting the person to whom the migratory family was referredñafter receiving the familyõs 

consent to do soñand providing the following information:  

(1) the name of the family, (2) the service(s) needed, (3) the date the referral was made, and 

(4) contact information for the recruiter (or the family) if the family does not make contact; 

and 

¶ following up with the family to see if they received the service(s) they needed. 

Youth who qualify for the migratory program may be eligible for a variety of other services, including  

¶ ESL classes, 

¶ Adult Basic Education classes, 

¶ referrals to health and other community services (e.g., legal, housing, clothing), 

¶ òreconnectionó to high school programs, 

¶ semi-independent study courses, and 

¶ local volunteer or student group contacts.  

Do Not Set Recruitment Quotas. At times, the recruiter may use techniques that are similar to the 

strategies used in sales and promotion to find and recruit migratory children; however, the recruiter 

is not a salesperson. The recruiter should never feel compelled to meet specific recruitment targets 

or quotas. Instead, the recruiter should concentrate on finding all of the eligible children in the 

recruitment area to the best of his or her ability. Agricultural and fishing jobs may change over time 

due to factors such as development, farm consolidation, changing weather patterns etc., which can 

affect the number of migratory families and youth who move into a particular area to work. All the 
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recruiter can do is find the eligible children who reside in the recruitment area. The recruiter should 

never feel pressured to make questionable eligibility determinations to increase the number of 

identified migratory children. 

Do Not Give Families Recruitment Incentives. Never give families gifts like jackets or backpacks to 

entice them to enroll their children in the MEP. Giving gifts may encourage a family or youth to say 

what the recruiter wants to hear to get the gift. It can also cause hard feelings if one child receives a 

gift and another one does not. Once enrolled into the program, some programs may offer small 

òwelcome bagsó to eligible students as a means of reminding them about the MEP and preparing 

them for school, but this is not appropriate as a recruitment tool.  

Conclusion 

When conducting an eligibility interview, the recruiter should be prepared to do the following:  

introduce himself or herself, explain the reason for the visit, find common ground with the family to 

build rapport, screen the interviewee using the child eligibility factors to determine whether the child 

qualifies for the MEP, and use a supplemental interview form to obtain the supporting information 

needed to determine whether the child is eligible for the MEP and to fill out the COE. The new 

recruiter may rely heavily on the more in-depth Sample Interview Script when conducting an 

interview, while a seasoned recruiter will learn how to draw out the information that is needed to 

determine eligibility using a more conversational approach or a more condensed supplemental 

interview form.  

Interviewing skills develop and improve over time. With solid research, a good individual ID&R action 

plan, working knowledge of eligibility requirements, and practice, the recruiter will gain confidence 

and proficiency as an interviewer. The next chapter provides tools that will help the recruiter make 

accurate preliminary eligibility determinations. 
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Chapter 7. Determining Eligibility 
 

Chapter 7 Learning Objectives 

The recruiter will learn 

¶ how to use the Child Eligibility Checklist, 

¶ whom to contact to resolve difficult eligibility cases, 

¶ his or her role in quality control, 

¶ the consequences of bending the rules in making eligibility determinations, 

¶ how to prepare to make his or her first preliminary eligibility determination, and 

¶ what to do if he or she suspects fraud or falsification of COEs. 

 

The Importance of Accurate Determinations 

It takes time and effort for the recruiter to complete the initial training, create an individual ID&R 

action plan, build a recruitment network, and learn the nuances of interviewing. However, all of this 

is critical preparation for one of the most important parts of the recruiterõs job: making accurate 

preliminary eligibility determinations. 

One of the primary responsibilities for a state in administering and operating the MEP is to identify 

those children who are eligible for the MEP so that they can receive the services they need. States 

are also required to provide to ED an annual count of the number of eligible migratory children who 

reside in the state. The stateõs ability to report this number accurately depends almost entirely on 

how adequately and accurately recruiters make eligibility determinations.  

Eligible migratory children are deprived of services they need if the state serves ineligible children 

with MEP funds. Furthermore, the state may have to repay to ED MEP funds spent on ineligible 

children. Thus, accurate eligibility determinations are critical in order for a state to have an effective, 

compliant MEP. The cycle of ensuring responsible eligibility decisions begins with the MEP recruiter.  

The Recruiterõs Role  

Although the recruiterõs role in making preliminary eligibility determinations is critical, he or she 

should not feel overwhelmed by this responsibility. If the recruiter works hard to learn the eligibility 
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requirements, applies that knowledge consistently, and seeks help from supervisors whenever he or 

she has an eligibility question, the recruiter will be able to identify and recruit migratory children who 

are truly eligible for the MEP.  

If the recruiter has used The Sample Interview Script supplemental interview form to gather all of the 

information needed to make an eligibility determination, a simple review of the MEP eligibility criteria 

should usually lead the recruiter to conclude, òyes, this child is eligibleó or òno, this child is not 

eligible.ó This process is meant to be straightforward. Questions occasionally arise when the 

information the recruiter receives on a particular factor or set of factors is unique or unclear. For 

example, a worker may have moved to perform an unusual agricultural activity that the state has not 

previously encountered.  

Migratory families may have elaborate histories that pose challenges for a recruiter to make an 

eligibility determination. To ensure that all eligible children are identified and able to enroll in the 

MEP program, a recruiter must analyze a familyõs history even if it does not, at first on the surface, fit 

eligibility criteria or because all the facts are not immediately apparent. Any time the recruiter has a 

question regarding whether a child or youth is eligible for the program, he or she should ask the 

supervisor for help. Every program has someone at either the local or state level, or both, who is 

responsible for resolving eligibility questions. It is important for every recruiter to know his or her 

point of contact and to feel comfortable contacting that person when questions arise. There will be 

more discussion on how to determine eligibility in difficult cases later in this chapter.  

Primary Resources to Help Determine Eligibility 

There are several documents that lay out the eligibility requirements for the MEP. The three sources 

listed below contain the basic eligibility definitions and criteria that recruiters are required to use to 

determine if a child or youth is eligible for the MEP. They include the relevant sections of the 

following: 

1. federal statute (see below) 

2. federal regulations (see below) 

3. state requirements, if any 

In addition, there are a number of resources that have been developed to help recruiters determine 

a child or youthõs eligibility for the MEP. These resources include the following: 

¶ OME Non-Regulatory Guidance  

¶ Child Eligibility Checklist (introduced later in this chapter) 

¶ Sample Interview Script (Appendix VIII) 

¶ National COE (Chapter 8)  

¶ New Recruiter Self-Check (Appendix IX) 

¶ state manuals and/or recruitment tools 
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The relationship between these documents and the interpretation of them by MEP personnel is key 

to properly determining child eligibility.  

Who is a Migratory Child? A child is a òmigratory childó and is eligible for MEP services if all of the 

following conditions are met: 

1. The child is not older than 21 years of age; and 

2. a. The child is entitled to a free public education (through grade 12) under State law, or  

b. The child is not yet at a grade level at which the LEA provides a free public education; and  

3. The child made a qualifying move in the preceding 36 months as a migratory agricultural 

worker or a migratory fisher, or did so with, or to join, a parent/guardian or spouse who is a 

migratory agricultural worker or a migratory fisher; and 

4. With regard to the qualifying move identified in paragraph 3, above, the child moved due to 

economic necessity from one residence to another residence, and ð   

a. From one school district to another; or  

b. In a state that is comprised of a single school district, has moved from one 

administrative area to another within such district; or  

c. Resides in a school district of more than 15,000 square miles and migrates a 

distance of 20 miles or more to a temporary residence.  

This definition appears in EDõs NRG (Ch. II, A1). It derives from the statutory and regulatory 

definitions of a òmigratory childó but restates the definitions in an easier to read format. The NRG is 

intended to be the place where state and local MEP personnel can go to learn about the MEP statute 

and regulations in a format applicable to everyday situations. For this reason, the National ID&R 

Manual will refer frequently to the NRG definition of òmigratory childó instead of the statutory and 

regulatory definitions. While some terms, such as òqualifying work,ó are also defined in the 

regulations (see below), this manual will focus on the discussion of these terms as they appear in the 

NRG.  

A brief description of the statute, regulations, NRG, their relation to one another, and the eligibility 

definitions they include is provided below for reference.  

The MEP Statute. The ESEA is the statute authorizing the MEP, as well as other educational 

programs at the federal level. It was first enacted by the U.S. Congress in 1965. The ESEA provides 

basic provisions for how SEAs and LOAs are to operate the MEP, including the definitions of the basic 

terms. It has been amended (or òreauthorizedó) several times since 1965. The most recent 

amendment to the ESEA was made by the Every Student Succeeds Act (ESSA).Congress can change 

the ESEA only by enactment of another law or amendment.  

MIGRATORY CHILD ð The term òmigratory childó means a child or youth who made a qualifying move 

in the preceding 36 months ñ  

A. as a migratory agricultural worker or a migratory fisher; or 
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B. with, or to join, a parent or spouse who is a migratory agricultural worker or a migratory 

fisher. [Section 1309(3)] 

MIGRATORY AGRICULTURAL WORKER ð The term ômigratory agricultural workerõ means an individual 

who made a qualifying move in the preceding 36 months and, after doing so, engaged in new 

temporary or seasonal employment or personal subsistence in agriculture, which may be dairy work 

or the initial processing of raw agricultural products. If an individual did not engage in such new 

employment soon after a qualifying move, such individual may be considered a migratory agricultural 

worker if the individual actively sought such new employment and has a recent history of moves for 

temporary or seasonal agricultural employment. [Section 1309(2)] 

MIGRATORY FISHER ð The term ômigratory fisherõ means an individual who made a qualifying move 

in the preceding 36 months and, after doing so, engaged in a new temporary or seasonal 

employment or personal subsistence in fishing. If the individual did not engage in such new 

employment soon after the move, the individual may be considered a migratory fisher if the 

individual actively sought such new employment and has a recent history of moves for temporary or 

seasonal fishing employment. [Section 1309(4)] 

QUALIFYING MOVE ð The term ôqualifying moveõ means a move due to economic necessity ñ  

A. From one residence to another residence; and  

B. From one school district to another school district, except ñ  

I. In the case of a state that is comprised of a single school district, wherein a qualifying 

move is from one administrative area to another within such district; or 

II. In the case of a school district of more than 15,000 square miles, wherein a qualifying 

move is a distance of 20 miles or more to a temporary residence. [Section 1309(5)] 

MEP Regulations. Federal regulations are rules developed by the executive branch of the federal 

government and other governmental departments and agencies. Regulations interpret and fill in 

gaps in terms, phrases, practices, and language contained in statute and can be found in the Code 

of Federal Regulations (CFR).  

For the three terms defined in both the statute and program regulations (òmigratory child,ó 

òmigratory agricultural worker,ó and òmigratory fisheró), the statutory definitions in the ESEA, as 

amended by the ESSA, take precedence. In addition, the term òin order to obtain,ó as defined in 34 

CFR § 200.81(d), is no longer applicable because the term was part of the definition of òmigratory 

childó in the previous version of the statute (ESEA, as amended by the No Child Left Behind Act of 

2001), but has been removed from the program definitions in the current statute (ESEA, as 

amended by the ESSA). 

The following definitions in 34 CFR § 200.81  remain unchanged; therefore, SEAs and their recruiters 

must continue to use them: 
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¶ Agricultural work means the production or initial processing of crops, dairy products, poultry, 

or livestock, as well as the cultivation or harvesting of trees. It consists of work performed for 

wages or personal subsistence. 

¶ Fishing work means the catching or initial processing of fish or shellfish or the raising or 

harvesting of fish or shellfish or the raising or harvesting of fish or shellfish at fish farms. It 

consists of work performed for wages or personal subsistence. 

The statute uses the phrase òemployment iné agricultureó or òagricultural employmentó and 

òemployment iné fishingó or òfishing employment.ó For the most part, those terms are the 

same as the terms defined in regulations as òagricultural workó and òfishing work.ó   

¶ The statutory definition of òmigratory agricultural workeró mentions òdairy workó and òinitial 

processing of raw agricultural products.ó This generally means work activities that described 

in the regulatory definition of òagricultural work,óand work such as the initial processing of 

trees, which would now qualify because trees are a òraw agricultural productó (NRG, Chapter 

II, F15). Personal subsistence means that the worker and the worker's family, as a matter of 

economic necessity, consume, as a substantial portion of their food intake, the crops, dairy 

products, or livestock they produce or the fish they catch. [34 CFR § 200.81(m)] 

¶ Qualifying work means temporary employment or seasonal employment in agricultural work 

or fishing work. [34 CFR § 200.81(n)] 

¶ Seasonal employment means employment that occurs only during a certain period of the 

year because of the cycles of nature and that, by its nature, may not be continuous or carried 

on throughout the year. [34 CFR § 200.81(o)] 

¶ Temporary employment means employment that lasts for a limited period of time, usually a 

few months, but no longer than 12 months. It typically includes employment where the 

employer states that the worker was hired for a limited time frame; the worker states that the 

worker does not intend to remain in that employment indefinitely; or the SEA has determined 

on some other reasonable basis that the employment is temporary. [34 CFR § 200.81(p)] 

MEP Guidance. Chapter II: Child Eligibility in the OMEõs Guidance (NRG), updated in 2017 to reflect 

the changes made by the ESSA, provides what the OME considers to be the best way to interpret and 

implement the MEP eligibility requirements. In addition to presenting MEP definitions and conditions 

in an easy-to-read question-and-answer format, the NRG also provides examples of how to comply 

with the law. It is intended to be the place where state and local MEP personnel can read about the 

MEP statute and regulations in a format that is applicable to everyday situations. Every recruiter 

should study Chapter II: Child Eligibility in the NRG. The recruiter should also follow the policies 

provided in the NRG unless they have clear written approval from State MEP officials stating 

otherwise.  

State Requirements. States may provide their own interpretation of MEP eligibility 

requirements,provided that the State interpretations are reasonable and comport with the federal 

statutes and regulations. The recruiter should find out if the state has any specific MEP 

requirements.  
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Child Eligibility Checklist. The Child Eligibility Checklist (see Figure 4 of this chapter) is designed as a 

tool to guide the recruiterõs thinking through the child eligibility determination process. The checklist 

is organized by four factors, all of which must be satisfied in order to consider a child eligible for the 

MEP.  Recruiters should consider these factors when reviewing a childõs and familyõs situation. 

The next several paragraphs describe the factors within the Child Eligibility Checklist (Fig 4). 

Recruiters are encouraged to review and understand this information before using the tool.  

Factor 1: Childõs Age determines if the child is within the age range of eligibility (not yet 22 years of 

age at the time of the interview). Factor 1 is checked if the child is within the age range of eligibility. 

Factor 2: Childõs School Completion Status determines if the child is entitled to a free public 

education (through grade 12) according to state law (i.e., has not graduated from high school or 

obtained a HSED) or the child is not yet at a grade level at which the school district provides a free 

public education. The recruiter should find out which children are entitled to a free public education 

in his or her state. If the recruiterõs state does not entitle students to a free public education beyond 

a particular age (e.g., over age 19), the recruiter should modify the checklist to reflect up to the age 

in which the child is entitled to a free public education. If a question arises (e.g., the child has a 

secondary school degree issued by another country or has received a certificate of completion in lieu 

of a diploma), the recruiter should find out from state officials whether the child is entitled to 

continue to pursue a high school diploma in that state.  Factor 2 is checked if, after considering this 

information, the child is entitled to a free public education (through grade 12) according to state law 

or the child is not yet at a grade level at which the school district provides a free public education.  

Factor 3a: Childõs Qualifying Move and Factor 3b: Childõs Qualifying Move Relative to the Migratory 

Agricultural Worker or Migratory Fisher focus on the qualifying move of the child. The child must 

meet the conditions in both 3a and 3b. 

¶ Factor 3a is checked if the child has made a qualifying move in the 36 months preceding the 

date of the interview. If this is not the case, then the child would not qualify for MEP services 

even if the parent, guardian, or spouse is a migratory agricultural worker or migratory fisher.  

¶ Factor 3b is checked if the childõs move was as a migratory agricultural worker or migratory 

fisher, or with, to join, or to precede a parent, guardian, or spouse who is a migratory 

agricultural worker or migratory fisher. This information is critical because the date that the 

child and the worker complete the move and are together establishes the QAD for when MEP 

eligibility begins. 

Factor 4a: Migratory Agricultural Workerõs or Migratory Fisherõs Qualifying Move and Factor 4b: 

Qualifying Work for the Migratory Agricultural Worker or Migratory Fisher determine if the parent, 

guardian, spouse, or child (if the child is the worker) fits the definition of migratory agricultural 

worker or migratory fisher.  

In order to establish an individual as a migratory agricultural worker or migratory fisher, the individual 

must meet the conditions in both 4a and 4b.    
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¶ Factor 4a is checked if the individual made a qualifying move within 36 months 

preceding the date of the interview.  

¶ Factor 4b is checked if, within 36 months preceding the date of the interview, the 

individual engaged in new qualifying work soon after the qualifying move or, if he or she 

did not engage in new qualifying work soon after the move, he or she actively sought new 

qualifying work and has a recent history of moves for qualifying work. Factor 4b is 

checked if the work is seasonal, temporary, or for personal subsistence and if the work is 

agricultural or fishing. 

If the individual does not meet the conditions in both Factors 4a and 4b, then they do not meet the 

definition of a migratory agricultural worker or migratory fisher. 

However, if the recruiter is unclear about whether the child or worker has met one or more of the 

criteria, the recruiter must resolve the issue by (1) collecting any additional information that is 

needed to make a determination, and (2) following the Stateõs procedure for resolving eligibility 

questions (e.g., consulting with a supervisor or asking the SEA to make a determination) before the 

child can be considered eligible for the program.  

The Sample Interview Script (discussed in Chapter 6 and provided in Appendix VIII) and the Child 

Eligibility Checklist will assist recruiters in making adequate and accurate eligibility determinations. 

When the recruiter has (1) learned the eligibility criteria contained in the MEP statute, regulations, 

and NRG; (2) learned all applicable state laws, regulations and policies; and (3) practiced making 

eligibility determinations under supervision and/or with others in a team approach, the recruiter 

should be ready to make most preliminary eligibility determinations without help. As discussed 

previously, the recruiter is encouraged to talk with the supervisor any time he or she is uncertain 

whether a particular child or youth qualifies for the MEP. 
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Figure 4. Child Eligibility Checklist 

CHILD ELIGIBILITY CHECKLIST FOR THE MIGRANT EDUCATION PROGRAM 

This checklist is intended to be a tool to determine if a child meets the basic eligibility factors of the MEP. It 

does not take into account  all information necessary to complete a COE and document eligibility for the MEP. 

FACTOR 1: CHILDõS AGE  

Ã  The child is younger than 22 years old on the date of the interview.  

FACTOR 2: CHILDõS SCHOOL COMPLETION STATUS 

Ã  The child is entitled to a free public education through grade 12 under state law* , OR  

Ã  The child is not yet at a grade level at which the school district provides a free public education. 

FACTOR 3a: CHILDõS QUALIFYING MOVE  FACTOR 3b: CHILDõS QUALIFYING MOVE RELATIVE TO 

THE MIGRATORY AGRICULTURAL WORKER OR 

MIGRATORY FISHER  

The child moved within the 36 months preceding the 

date of the interview 

Ã due to economic necessity, AND 

Ã from one residence to another residence, AND  

Ã from one school district to another. À 

Ã  The childõs QUALIFYING MOVE in FACTOR 3a was 

as a migratory agricultural worker or migratory 

fisher, or was made with, to join or to precede a 

parent, guardian, or spouse who is a migratory 

agricultural worker or a migratory fisher (as 

determined in Factors 4a and 4b). 

FACTOR 4a: MIGRATORY AGRICULTURAL WORKERõS 

OR MIGRATORY FISHERõS QUALIFYING MOVE 

FACTOR 4b: QUALIFYING WORK FOR THE MIGRATORY 

AGRICULTURAL WORKER OR MIGRATORY FISHER 

The parent/guardian/spouse or child (if the child is the 

worker) moved within the 36 months preceding the 

date of the interview 

Ã  due to economic necessity, AND 

Ã  from one residence to another residence, AND  

Ã from one school district to another. À 

After the QUALIFYING MOVE in Factor 4a, the 

parent/guardian/spouse or child (if the child is the 

worker) 

Ã  engaged in new QUALIFYING WORK (QW) soon 

after the move, OR 

Ã  did NOT engage in new QW soon after the move, 

but he or she 

Ã actively sought new QW, AND 

Ã has a recent history of moves for QW. 

AND 

The work is 

 Ã seasonal employment, OR 

 Ã temporary employment, OR 

 Ã for personal subsistence. 

AND 

The work is 

 Ã agricultural OR   

 Ã fishing. 

* The recruiter should find out which older children are entitled to a free public education (through grade 12) in his or her state. If a question arises (e.g., 

the child has a secondary school degree issued by another country or has received a certificate of completion in lieu of a diploma), the recruiter should 
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find out from state officials whether the child is entitled to continue to pursue a high school diploma in that state. See the Migrant Education Program 

Non-Regulatory Guidance, Chapter II, Section A for additional information.  

À In a state that is comprised of a single school district, the child moved from one administrative area to another within such district or resides in a school 

district of more than 15,000 square miles and migrates a distance of 20 miles or more to a temporary residence. 

Comprehensive Eligibility Training  

The National ID&R Manual is a resource developed to assist SEAs with ID&R systems 

implementation, as well as, provide a thorough understanding of MEP statute and regulations. While 

components of this manual discuss the necessary criteria for determining MEP eligibility, this manual 

is not intended to train recruiters on the many nuances of eligibility decisions; for that purpose, OME 

has developed the National ID&R Curriculum. SEAs are responsible for providing all recruitment staff 

with comprehensive training. This can be accomplished by using the National ID&R Curriculum or a 

similar SEA developed curriculum.  

Making Eligibility Decisions   

In order to make adequate and accurate decisions regarding eligibility, the recruiter must gather as 

much relevant information as possible. Additional information or documentation the recruiter may 

wish to collect and/or review to support the determination includes 

¶ notes from the eligibility interview, including the familyõs work history; 

¶ school data (e.g., names and enrollment records from schools attended in the past); 

¶ employment data (e.g., employment records, pay stubs, job applications, names of past 

employers);  

¶ crop data (e.g., approximate dates of temporary or seasonal crop activities, qualifying local 

production, and processing activities); 

¶ migratory child database records, such as the MSIX or an independent state database;  

¶ family documents (e.g., birth certificates, health immunization records); 

¶ names of other families with whom the family has worked or traveled; 

¶ information from the recruitment network that helped the recruiter to identify the worker or 

family (e.g., written and verbal referrals from community agencies, school personnel, 

employers); 

¶ recruiter observations, including whether what the recruiter observes is consistent with the 

information the interviewee provides; and 

¶ other relevant documentation. 

The recruiter should remember that records from other states, including copies of COEs, may help 

inform eligibility determinations. However, each State must make its own eligibility decisions 
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because each State is responsible for ensuring the eligibility of each child included in its annual child 

count.  

The recruiter should use his or her analytical skills and all available resources (both material and 

people) to make a preliminary determination as to whether each child meets the definition of a 

migratory child. To make that decision the recruiter should review the information gathered at the 

interview, along with any other sources of information. The recruiter should also consider 

contradictory information from other sources or from observations that lead the recruiter to doubt or 

question the intervieweeõs responses, such as school records that do not match interview 

information. For example, there may be a case where school records show the child in attendance 

every day in September, but the parent says they moved out of state for two weeks in September to 

pick apples. The school records might indicate that the child did not move with the parents.  

Timing of moves for both the child and the worker is a critical consideration. The child and the worker 

must have made a qualifying move within the preceding 36 months of the interview. However, the 

child and the worker do not necessarily need to have made qualifying moves at the same time for 

the child to be eligible for the MEP. While in the majority of cases, the child moves with the worker (if 

the child is not the worker), in cases where the child and worker move at separate times, developing 

a timeline will assist in determining that both the child and the worker have made qualifying moves 

within 36 months of the interview and in identifying the QAD for the child. In addition, the recruiter 

should record the date on the timeline when the worker was last engaged in qualifying work or when 

the worker engaged in new qualifying work in order to determine if the worker meets the definition of 

migratory agricultural worker or migratory fisher.  

Following are key dates to consider for eligibility: 

¶ making a qualifying move in the 36 months preceding the date of the interview (NRG, Ch. II, 

A1.)  

¶ engaging in work òsoon after the moveó (60 days) (NRG, Ch. II, C10)  

¶ recent history of moves (no longer than 36 months preceding the date of the interview) (NRG, 

Ch. II, C16) 

¶ the period of time that separates the workerõs qualifying move from a childõs qualifying move 

to join a worker or vice versa (12 months) (NRG, Ch. II, E4)  

¶ the time period for when employment is considered òseasonaló or òtemporaryó (12 months) 

(NRG, Ch. II, G3 and G5) 

¶ the date the State approves the COE in relation to the date the Migratory Agricultural Worker/ 

Fisher status expires 
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Determining Eligibility in Difficult Cases  

At times, the recruiter may face situations that are beyond his or her knowledge or level of authority. 

In this situation, it is imperative for the recruiter to take detailed notes during the interview because 

this will allow the recruiter to effectively research any lingering questions at a later time. The recruiter 

should check to see if the question has been answered in the stateõs ID&R materials (e.g., the State 

ID&R Manual or state policy letters) or in the NRG. If the recruiter cannot find the answer in any of 

the written materials, the recruiter should talk with knowledgeable peers in his or her state to see if 

any of them have encountered a similar situation, and if so, how it was resolved (eligibility policies 

may differ from state to state, so the recruiter should either ask other recruiters within his or her own 

state or confirm responses from other states with the state ID&R coordinator). Finally, the recruiter 

will also want to consult with a supervisor. To help the supervisor understand the scenario, the 

recruiter should clearly present all of the relevant facts. As a general rule, the individual who asks an 

eligibility question should provide as much applicable background information as possible, including 

information on each eligibility factor found in the Child Eligibility Checklist. The recruiter should also 

tell the supervisor whether he or she thinks the child or youth is eligible and explain the rationale.  

The recruiterõs supervisor, who will try to answer the eligibility question, should make sure he or she 

understands all of the relevant facts, asking for additional information when needed. Once the 

supervisor has a clear understanding of the issue, the supervisor should 

1. check to see if the question is answered in the State ID&R materials (e.g., the Stateõs ID&R 

Manual, state policy letters) or in the NRG, and 

2. determine if there is a precedent (by contacting the next person in the established process 

for resolving eligibility questions). 

If there is a clear answer, the supervisor should provide that answer to the recruiter. If not, the 

supervisor should move the question through the stateõs official process for resolving eligibility 

questions. Figure 5 shows how a question from a recruiter moves through the chain of command 

within the MEP and how the answer moves back to the recruiter. If the supervisor does not know the 

answer to a question, the question would be referred to the next person in line, generally the state 

ID&R Coordinator, who will perform the same analysis that the local supervisor conducted.   

  



Migrant Education Program National ID&R Manual  |  Chapter 7 81  

 

Figure 5. Eligibility Question Chain of Command 

 

If the state ID&R Coordinator cannot answer the question and the outcome will affect the eligibility of 

a significant number of children within the state, the MEP State Director should send the question to 

the assigned OME program officer 

(https://www.ed.gov/about/offices/list/oese/ome/aboutus.html#contact ). 

Any question that is sent to the OME should include the following information:   

¶ the question  

¶ all of the facts that are relevant to the question  

¶ the approximate number of children whose eligibility will be affected by the determination  

¶ the Stateõs analysis of the question  

¶ why the State believes the question does not have a clear answer  

¶ the response (i.e., ruling) that the state believes is appropriate based on its analysis  

In cases where the outcome will affect the eligibility of only a few children, the state is encouraged to 

make a decision on its own that is consistent with the statute and regulations. In cases where the 

eligibility of a large number of children will be affected, states are encouraged to refer their 

questions to OME. Regardless of who provides the answer, the recruiter should know there is 

support for answering difficult eligibility questions. The recruiter is encouraged to ask questions any 

time he or she is unsure whether a particular child qualifies for the MEP. As questions are answered, 

the stateõs process for resolving eligibility questions must allow for the response to be disseminated 

to all LOAs across the state. Not only is this required by regulation, it is a good professional 

development opportunity, and it is likely that if one recruiter encounters this question, others will  

as well. 
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The specific process for answering eligibility questions will vary somewhat from state to state 

depending on the size of the program and the recruitment model that the state uses. For example, 

the òimmediate supervisoró and the òstate ID&R Coordinatoró may be the same person in states that 

employ òstatewide recruiters.ó Also, larger state and local programs may refer eligibility questions to 

experienced recruiters or to regional ID&R Coordinators prior to referring them to the state ID&R 

Coordinator. In some small states the state MEP Director may also serve as the state ID&R 

Coordinator. In every case, all MEP personnel share the responsibility of ensuring that only eligible 

children are enrolled in the MEP.  

The Recruiterõs Instinct 

Some experienced recruiters have said, òIt only takes me about two minutes into the interview to tell 

if a child is eligible for the MEP!ó Can a recruiter truly develop an instinct or intuition for who is 

eligible and who is not? Over time, most workers develop a sense about their jobs, and the recruiter 

is no different. Thus, there are specific situations and places in which the new recruiter may begin to 

make educated guesses. For example, in many regions of receiving states, migratory families tend to 

live in particular housing units within the community (e.g., apartments in farming communities that 

offer short-term leases). Also, certain farms are more likely to employ highly mobile labor. The 

recruiter can gather clues about eligibility from the way people answer questions or from visual 

clues.  

However, while instinct or educated guesses based on experience can help the recruiter focus on the 

children who are the most likely to be eligible for the MEP, there is no substitute for asking the 

necessary questions to determine if a child meets the criteria in the Child Eligibility Checklist. The 

new recruiter could use intuition as a guide on the most productive places to recruit, as well as when 

to probe more deeply, look for more evidence, find another source, or ask a question a second time. 

However, when making a preliminary eligibility determination, the decision must be based on facts 

and evidence, not simply on ògut feelings,ó because basing a decision on ògut feelingsó may not 

result in making an adequate and accurate determination.  

Lessons Learned: Eligibility 

When making preliminary eligibility determinations, there are several areas where problems can 

arise. Recruiters should watch out for these problem areas.  

Warning Signs. At the time of an interview, there may be certain warning signs or red flags to alert 

the recruiter that a child or youth may not be eligible for the MEP. The recruiter should note that the 

presence of these red flags would not automatically disqualify a child from being eligible for the MEP 

but instead indicate that the recruiter needs to ask additional questions, gather supporting 

documentation, and after concluding the interview, perhaps discuss the situation with others before 

making a preliminary eligibility decision. In these situations, the recruiter should not indicate to the 

family that they are eligible; rather, the recruiter should indicate that there is some information that 

needs to be checked before making a preliminary determination. 

Listed below are a few examples of warning signs that should prompt the recruiter to dig deeper: 
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¶ first agricultural or fishing move (i.e., the family has not performed agricultural or fishing work 

before) 

¶ households where some members are employed in occupations that are not related to 

agriculture or fishing 

¶ non-entry-level occupations, especially for the non-qualifying work (i.e., the worker or other 

family members have positions that are not entry-level or positions that require training or 

higher education) 

¶ new farm or industry with possibly new qualifying activities 

¶ moves of short duration or short distance because these types of moves might not involve an 

actual change of residence 

¶ travel associated with vacations, family events, holidays or other non-work reasons 

¶ qualifying work occurring late in the season after agricultural or fishing jobs have  ended 

Quality Control. An SEA is required under MEP regulations to implement a system of quality control in 

order to promote adequate and accurate migratory child eligibility determinations. In the event that 

the recruiter misses warning signs or errs in some other way in making preliminary eligibility 

determinations, a quality control system must be in place for finding errors. The recruiter should 

know the basics of quality control and the federal and state requirements for ensuring the quality of 

child eligibility determinations. The recruiter should also be aware of his or her role in the stateõs 

quality control plan and assist in developing state and local plans. Understanding the benefit of 

having an effective quality control system and the consequences of having an ineffective system are 

essential to the recruiterõs understanding of quality control.  

34 CFR § 200.89(d) require an SEA to establish and implement a quality control system with the 

following minimum components: 

¶ training to ensure that recruiters know the requirements for adequately and accurately 

determining and documenting child eligibility under the MEP  

¶ training to ensure that all other staff involved in determining eligibility and in conducting 

quality control procedures know the requirements for adequately and accurately determining 

and documenting child eligibility under the MEP 

¶ reviewing and evaluating an individual recruiterõs ID&R practices on an annual basis 

¶ supervising recruiters 

¶ implementing a process to resolve eligibility questions raised by recruiters and supervisors, 

and to communicateresponses to questions to all LOAs 

¶ examining each COE to verify that the written documentation is sufficient and supports the 

recruiterõs preliminary determination that the child is eligible for MEP services 

¶ confirming eligibility determinations were made properly by conducting annual prospective 

re-interviewing 
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¶ documenting that the quality control system was implemented and maintaining a record of 

actions taken to improve the system where periodic reviews and evaluations indicate a need 

to do so 

¶ implementing a process for implementing corrective action if the SEA finds COEs that do not 

sufficiently document a child's eligibility for the MEP, or in response to internal state audit 

findings and recommendations, or monitoring or audit findings of the Secretary  

An established plan for quality control is designed to help both the SEA and the recruiter learn from 

mistakes and improve child eligibility determinations. Quality control can also help identify 

falsification in determining eligibility. 

Falsification. If the recruiter conducts thorough interviews and collects supporting documentation 

where needed, making preliminary eligibility determinationsñincluding the process of resolving 

difficult casesñshould be fairly straightforward. However, serious problems arise when the recruiter 

intentionally falsifies information on a COE. There are a number of reasons why the recruiter might 

falsify eligibility documentation, including the following: 

¶ Even though the recruiter knows the child does not qualify for the MEP, the child or family 

really needs or deserves extra help. 

¶ The recruiter does not believe that the government makes the best use of its funds; the 

recruiter believes it is better to spend this money helping children in need, regardless of their 

eligibility for the MEP. 

¶ The recruiter gains status or importance in the migratory community by having the authority 

to decide which families are eligible and which are not. 

¶ The recruiter feels that identifying more òeligibleó migratory children makes his or her job 

more secure. 

Although the recruiter may try to justify falsifying a COE, knowingly falsifying information on a COE is 

a crime that is punishable by fines and/or imprisonment. If a recruiter falsifies a COE to make an 

ineligible child or youth appear eligible, the consequences can be dire for the state, local MEP, and 

recruiter. States are liable for money spent on ineligible children, local programs can lose MEP 

funding, and MEP staff (including recruiters) can face prosecution. Falsifying information undermines 

both the fiscal and programmatic integrity of the MEP.    

However, mistakes are not crimes, so the honest recruiter need not worry. It is the job of everyone in 

the MEP to find and correct mistakes as soon as possible. For this reason, data entry specialists, 

supervisors, state ID&R staff, and/or independent auditors may check COEs regularly. States are 

encouraged to implement a rigorous quality control system. Annually, states must conduct 

prospective re-interviewing. This process requires individuals to re-interview or re-verify the eligibility 

of a random sample of child eligibility determinations. Usually, this process is carried out by someone 

who is employed by the MEP but not associated with the original eligibility determination. Every third 

year, states must have an independent re-interviewer (someone external to the local and state MEP) 

carry out this process. This ensures the quality of the recruitment system and of every recruiterõs 

work. This system helps the honest recruiter get better by finding, correcting, and learning from 
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mistakes. Implementing quality control plans helps to ensure that the statewide recruitment system 

is consistently making valid eligibility determinations. (For more on falsification, see Chapter 5). 

Report Fraud or Misconduct. The recruiter should follow his or her stateõs policies to report fraud or 

misconduct. If the recruiter feels pressured by a supervisor or colleague to enroll a child who does 

not appear to be eligible for the MEP or to increase the programõs numbers of identified children, the 

recruiter should 

¶ make it clear that the recruiter is not comfortable with what is being asked; 

¶ write down what happened with as much detail as possible (if others witnessed what 

happened, have them write down what they observed as well); and 

¶ report what happened to the appropriate person (if the supervisor is the person who is 

applying the pressure, the recruiter should report the problem to someone at a higher level 

within the MEP).  

The recruiter should not do things that he or she believes are wrong and should follow up on any 

concerns until they have been properly addressed. Furthermore, if the recruiter suspects that 

another recruiter is enrolling children in the MEP who are not eligible, the recruiter is obligated to 

report that as well. It is everyoneõs job to preserve the integrity of the MEP and to maintain public 

confidence in the programõs efforts to find and serve eligible migratory children. If the state MEP 

does not address the recruiterõs concern, the recruiter should report the problem to the program 

officer at OME. Current contact information for the OME is available on EDõs website.  

Anyone suspecting fraud, waste, or abuse involving ED funds or programs is advised to call or write 

to the Office of the Inspector General's (OIG) Hotline. The OIG keeps these complaints confidential; it 

will not release the recruiterõs name, address, or any other identifying information. The OIG can be 

contacted using any of the following methods: 

¶ Call the OIG Hotlineõs toll free number 1-800-MIS-USED. The Hotline's operating hours are 

from 9:00 a.m. until 4:00 p.m. Eastern Time, Monday through Friday, except for holidays. 

¶ Send an email message to oig.hotline@ed.gov. 

¶ Complete and submit an electronic complaint form 

(https://www2.ed.gov/about/offices/list/oig/hotline.html ).  

¶ To ensure complete anonymity, download a hard copy of the complaint form 

(https://www2.ed.gov/about/offices/list/ocr/complaintform.pdf ), complete, and mail to:  

Inspector General's Hotline; Office of Inspector General; U.S. Department of Education; 

400 Maryland Avenue, SW; Washington, D.C. 20202-1510. 

Fraud is a crime; intentional falsification should be taken seriously by everyone and should be 

reported immediately.  

 

mailto:oig.hotline@ed.gov
https://www2.ed.gov/about/offices/list/oig/hotline.html
https://www2.ed.gov/about/offices/list/ocr/complaintform.pdf


Migrant Education Program National ID&R Manual  |  Chapter 7 86  

 

Conclusion 

One of the most important parts of the recruitment system is making correct eligibility 

determinations. By gathering all of the information needed to make a determination and carefully 

applying the rules of eligibility, the recruiter should have everything needed to make an adequate 

and accurate preliminary determination. Every MEP success story begins with a recruiter who made 

an adequate and accurate preliminary eligibility determination. Every migratory child who improves in 

reading, every migratory mother who learns how to better prepare her child for kindergarten, and 

every migratory teenager who graduates from high school began with a recruiter who found and 

correctly identified him or her.  

The next chapter will explain how to complete a COE.
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Chapter 8. Completing the Certificate of Eligibility 
 

Chapter 8 Learning Objectives 

The recruiter will learn 

¶ how to follow the principles of proper records management; 

¶ the importance of reviewing all of the information that he or she is required to collect 

in order to complete a COE meeting both the national and state requirements; 

¶ situations in which he or she will need to include a written explanation in the 

Comments section of the COE; 

¶ the importance of confirming with his or her supervisor what the stateõs process is 

for reviewing and storing completed COEs; and 

¶ the importance of finding out his or her stateõs process and procedures to safely and 

securely store copies of COEs. 

 

Documenting Eligibility 

The recruiterõs job is not complete until the eligibility determination has been 

documented. 

The recruiter should now know how to find migratory workers and families and understand the rules 

and regulations regarding eligibility. In particular, the recruiter should know how to ask basic 

eligibility questions and conduct interviews, and then be able to make preliminary eligibility 

determinations. The next step in the process is to document each childõs eligibility on the national 

Certificate of Eligibility (COE) form.  

States are required to use the COE template issued by ED. (34 CFR § 200.89(c)). The form and 

accompanying instructions establish the minimum requirements the SEA must meet to document its 

eligibility determinations under the MEP. States may add requirements in addition to the minimum 

requirements established by the National COE, but they may not remove any of the minimum 

requirements. The COE is comprised of three parts: 

¶ Required data elements, which states can organize according to state preference and need 

¶ Required data sections, which states can place according to state preference and need, but 

must be maintained in whole and unaltered  
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¶ State required/requested information, where space is available, for states to use if they 

choose to collect other data (ED, 2017, National COE Instructions) 

The instructions for completing a COE in this chapter are based on the national COE form. This 

chapter outlines all required data elements in addition to offering instruction for the most common 

state required information. The chapter notes when data elements are not federally required.  

The Purpose of a COE 

You should be able to read a COE like a storybook that tells the story of a  

migratory family. 

The SEA is ultimately responsible for documenting every migratory childõs eligibility for the MEP on 

the national COE form. The COE serves as the official record of why the recruiter and state believe 

the child is eligible for the MEP. Because the COE establishes the basis for a particular childõs 

eligibility, it is crucial that the information on the COE be adequate, accurate, and reliable. As such, it 

is important that the COE be properly reviewed, filed, secured, and maintained so it is available for 

review at any time.  

The recruiter obtains the information needed to complete the COE by conducting a personal 

interview with a migratory worker or credible family member and collects supporting documentation, 

where needed. As stated in previous chapters, states may require recruiters to complete other forms 

to provide additional information on why the child is eligible or to gather additional information 

needed by the state (e.g., parental permission for the child to participate on field trips, a 

supplemental interview form). The recruiter should only enter data on a COE if the recruiter finds the 

source to be credible and believable since the COE serves as the primary record of eligibility when an 

auditor or reviewer checks the childõs eligibility. States often use the information from the COE to 

determine the number of migratory children who live in the state each year and to compile 

demographic information about these migratory children. States are required to complete a COE 

before the MEP provides services to a child. For these reasons, the COE is the most important 

document generated by the MEP, and it is vital that it is completed adequately and accurately.  
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Required Data Elements  

Family Data  Child Data 

Parent/Guardian 1 Last Name  Residency Date   

Parent/Guardian 1 First Name   Last name 1  

Parent/Guardian 2 Last Name  Last name 2  

Parent/Guardian 2 First Name  Suffix 

Current Address  First name 

City  Middle name 

State   Sex 

Zip  Birth Date 

Telephone   Multiple Birth Flag (or MB) 

       Birth Date Verification Code (or Code) 
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Required Data Sections 

Qualifying Moves & Work  Section 

1. The child(ren) listed on this form moved due to economic necessity from a residence in ________School district      /           

City           /     State      /   Country______ to a residence in ________School district      /           City           /     State__________.  
     

2. The child(ren) moved (complete both a. and b.): 

 a. Ã as the worker, OR    Ã with the worker, OR    Ã to join or precede the worker.  

 b. The worker, ______First Name and Last Name of Worker_______, is  Ã the child or the childôs Ã parent/guardian  Ã spouse. 

        i.  (Complete if ñto join or precedeò is checked in #2a.) The child(ren) moved on ____MM/DD/YY ____.  

 The worker moved on MM/DD/YY _.  (provide comment) 
 

3.  The Qualifying Arrival Date was ______MM/DD/YY _______. 

 

4.  The worker moved due to economic necessity on ______MM/DD/YY _______,  from a residence in  School District/

 City/ State/ Country  to a residence in    School District/ City/ State ,  and:    

   a. Ã engaged in new qualifying work soon after the move (provide comment if worker engaged more than 60 

days after the move), OR        

 b. Ã actively sought new qualifying work, AND has a recent history of moves for qualifying work (provide 

comment) 

  

5.  The qualifying work,* _________describe agricultural or fishing work_______ was (make a selection in both a. and b.): 

 a. Ã seasonal OR    Ã temporary employment  

 b. Ã agricultural OR    Ã fishing work  

 
6.  (Complete if ñtemporaryò is checked in #5a) The work was determined to be temporary employment based on: 

 a. Ã workerôs statement (provide comment), OR 

 b. Ã employerôs statement (provide comment), OR 

 c. Ã State documentation for _________Employer__________. 

 
 

Comment Section (Must include 2bi, 4a, 4b, 5, 6a and 6b of the Qualifying Move & Work Section, if applicable) 

 

 

Interviewee Signature Section 

I understand the purpose of this form is to help the State determine if the child(ren)/youth listed on this form is/are 

eligible for the Title I, Part C Migrant Education Program. To the best of my knowledge, all of the information I 

provided to the interviewer is true. [This section must include fields labeled ñSignature,ò ñRelationship to the 

child(ren),ò and ñDateò.] 

 

Eligibility  Certification Section 

I certify that based on the information provided to me, which in all relevant aspects is reflected above, I am satisfied 

that these children are migratory children as defined in 20 U.S.C. 6399 and implementing regulations, and thus 

eligible as such for MEP services.  I hereby certify that, to the best of my knowledge, the information is true, 

reliable, and valid and I understand that any false statement provided herein that I have made is subject to fine or 

imprisonment pursuant to 18 U.S.C. 1001. [The section must include fields labeled ñSignature of Interviewer,ò 

ñSignature of Designated SEA Reviewer,ò and ñDateò for each signature.] 

  

* If applicable, check: 

Ã personal subsistence (provide comment)  
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National COE Template    

NATIONAL CERTIFICATE OF ELIGIBILITY 
State Name: 

________________________ National Certificate of Eligibility Template Migrant Education Program 
I. FAMILY DATA 

Parent/Guardian 1:                       LastName                                         FirstName          Parent/Guardian 2:                       Last Name                                          First Name       

Current Address:    City State Zip Telephone   

II. CHILD DATA 

Last Name 1 Last Name 2 Suffi x First Name Middle Name Sex Birth Date MB Code Residency 
Date 

          

          

          

          

          

III. QUALIFYING MOVES & WORK  IV. COMMENTS (Must include 2bi, 4a, 4b, 5, 6a and 6b of the Qualifying Moves & Work Section, if 

applicable.) 

 
1. The child(ren) listed on this form moved due to economic necessity from a residence in     School district     /     City____ /   
__State      /     Country     to a residence in  School district     /     City      /      State     . 
 
2. The child(ren) moved (complete both a. and b.): 

 a. Ã as the worker, OR    Ã with the worker, OR    Ã to join or precede the worker.  
 

 b. The worker,     First Name and Last Name of Worker     , is  Ã the child or the childôs Ã parent/guardian Ã spouse. 
 

  i.  (Complete if ñto join or precedeò is checked in 2a.) The child(ren) moved on      MM/DD/YY     .  The worker moved   
on     MM/DD/YY       .  (provide comment) 

 
3. The Qualifying Arrival Date was     MM/DD/YY      . 
  
4. The worker moved due to economic necessity on      MM/DD/YY       from a residence in     School district     /     City____ /   __State      

/     Country     to a residence in     School district     /     City      /      State     , and:    

   a. Ã engaged in new qualifying work soon after the move  (provide comment if worker engaged more than 60 days 
after the move); OR  

 b. Ã actively sought new qualifying work, AND has a recent history of moves for qualifying work (provide comment) 
 
5.  The qualifying work,*                        describe agricultural or fishing work                            , was (make a selection in both a. and b.): 

 a. Ã seasonal OR    Ã temporary employment                   

 b. Ã agricultural OR    Ã fi shing work                               
 
6.  (Complete if ñtemporaryò is checked in #5a) The work was determined to be temporary employment based on: 

 a. Ã workerôs statement (provide comment), OR 

 b. Ã employerôs statement (provide comment), OR 

    c. Ã State documentation for                     Employer                             . 
 

     
 
 
 
 

V. INTERVIEWEE SIGNATURE 

 
I understand the purpose of this form is to help the State determine if the child(ren)/youth listed on this 
form is/are eligible for the Title I, Part C, Migrant Education Program. To the best of my knowledge, all 
of the information I provided to the interviewer is true.  
 

__________________________________    __________________________    __________________ 
Signature                                                         Relationship to the child(ren)           Date 
 

VI. ELIGIBIL ITY DATA CERTIFICATION 

 
I certify that based on the information provided to me, which in all relevant aspects is reflected above, I am 
satisfied that these children are migratory children as defined in 20 U.S.C. 6399 and implementing 
regulations, and thus eligible as such for MEP services.  I hereby certify that, to the best of my knowledge, 

the information is true, reliable, and valid and I understand that any false statement provided herein that I 
have made is subject to fine or imprisonment pursuant to 18 U.S.C. 1001. 
 
_________________________________________           ____________________ 
 Signature of Interviewer                                                       Date 

________________________________________           ____________________ 
 Signature of Designated SEA Reviewer                                Date 

*If applicable, check: 
Ã personal subsistence (provide comment) 
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Instructions for the National COE 

The National COE template and corresponding instructions are available on the RESULTS website. 

For convenience, the instructions are also provided, in full, in this chapter of the National ID&R 

Manual.  

General Instructions 

¶ A COE must be completed every time a child makes a new qualifying move that would renew 

the childõs eligibility for the MEP. 

¶ All attempts should be made to complete all data elements and sections of the COE. In cases 

where a response may not be required or does not apply, flexibility has been built into the 

instructions. In these cases, the recruiter must write a dash (-) or òN/Aó in the appropriate 

blank. All other information must be provided.  

¶ With the exception of the òQualifying Move and Workó section, if the instructions ask for 

additional information in the Comments section and the state has required this information 

as a state data element, the recruiter does not need to provide the information again in the 

Comments section. For example, the instructions recommend that recruiters record the first 

and last names of the childõs legal parent/guardian(s) in the Comments section if different 

from the current parent/guardian(s). However, if the state includes data elements for legal 

parent information, the recruiter would not have to repeat this information in the Comments 

section. 

¶ If the recruiter completes a COE for a family, the recruiter must fill out a separate COE for any 

child who has a different qualifying arrival date (QAD) or for any child who has different 

eligibility criteria than the rest of the children in the family, such as an OSY who may have 

moved as the worker. The QAD is the date that both the child and worker completed moves 

to the same school district (listed in #1 of the Qualifying Moves and Work section.) There are 

special cases that are described in the instructions for the section titled òQualifying Move 

and Work Section.ó If more than one COE is necessary, the recruiter must complete all 

sections on each form. 

¶ The recruiter must not include any child who: 

o Was born after the qualifying move described on the COE in #1 of the Qualifying 

Moves and Work section.  

o Is not eligible to receive a free public school education through grade 12 under state 

law; or 

o Did not make the qualifying move described on the COE in #1 of the Qualifying moves 

and Work section.  
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Completing the Required Data Elements of the COE (Part I) 

¶ Family Data. In this section of the COE, the recruiter will record the contact information for 

the child(ren) and name of the child(ren)õs parent(s)/guardian(s).  

The recruiter may have to pay special attention to ensure that the familyõs last name is 

accurate. A parent or guardian may have different last names or hyphenated names, or the 

use of last names may vary by culture or ethnic group. It is important that the recruiter 

become familiar with the naming customs of the various groups that the local MEP serves.  

¶ Parent/Guardian 1 [Last Name(s), First Name]. Record the name of the individual (if any) 

currently responsible for the child(ren). Record this individualõs legal last name (or names) 

and legal first name. If the parent/guardian has two last names or a hyphenated last name, 

record the individualõs last name(s) as it legally exists. The term òparent/guardianó on this 

form and in other sections of these instructions includes a legal guardian or other person 

who is standing in the place of the parent (in loco parentis), such as a grandparent or 

stepparent with whom the child lives. If the child(ren)õs legal parent/guardian is different 

from the current parent/guardian, ED recommends providing the name of the child(ren)õs 

legal parent/guardian in the Comments section. If there is no parent/guardian information 

disclosed, or if the child is responsible for his or her own welfare (e.g., emancipated youth), 

write a dash (-) or òN/A.ó   

¶ Parent/Guardian 2 [Last Name(s), First Name]. Record the name of the second individual (if 

any) currently responsible for the child(ren). Record this individualõs legal last name (or 

names) and legal first name. If the parent/guardian has two last names or a hyphenated last 

name, record the individualõs last name(s) as it legally exists. The term òparent/guardianó on 

this form and in other sections of these instructions includes a legal guardian or other person 

who is standing in the place of the parent (in loco parentis), such as a grandparent or 

stepparent with whom the child lives. If the child(ren)õs legal parent/guardian is different 

from the current parent/guardian, ED recommends providing the name of the child(ren)õs 

legal parent/guardian in the Comments section. If there is no parent information disclosed, 

or if the child is responsible for his or her own welfare, (e.g., emancipated youth), write a 

dash (-) or òN/A.ó  

¶ Current Address. Record the physical address, including the complete name of the street or 

road where the child(ren) currently resides. In cases where a formal physical address is not 

available, include as much other identifying information as possible (e.g., trailer number, 

rural route, migrant camp, landmark). If the physical address is different from the mailing 

address, ED recommends providing the mailing address in the Comments section of the COE. 

¶ City. Record the name of the city or town where the child(ren) currently resides. 

¶ State. Record the postal abbreviation used by the U.S. Postal Service for the state where the 

child(ren) currently resides. 

¶ Zip. Record the five or nine-digit zip code where the child(ren) currently resides. The U.S. 

Postal Service has an online zip code directory service 

(http://zip4.usps.com/zip4/welcome.jsp).  

http://zip4.usps.com/zip4/welcome.jsp


Migrant Education Program National ID&R Manual  |  Chapter 8 94  

 

 

¶ Telephone. Record the telephone number, including area code, of the family. If no telephone 

number is available, write a dash (-) or òN/A.ó  

Child Data. Child data includes the name, sex, birth date, etc. of each child. A recruiter should 

include all children with the same family and eligibility data on the same COE. Any child who has 

different (1) current family [see òFamily Dataó above for additional definition] or (2) eligibility datañ

including a different QADñmust be documented on a separate COE.  

¶ Residency Date. Record the date (MM/DD/YY) that the child(ren) moved to (i.e., arrived in) 

the present school district. Use the two-digit number that refers to the month and day, and 

the last two digits of the year. For example, May 20, 2016, would be written as 05/20/16. If 

the child(ren) qualified for the MEP on a move prior to the move to the present school 

district, the residency date will be later than the QAD. If the child(ren) moved prior to the 

workerõs move, the residency date would precede the QAD. Note, although it is possible to 

record a residency date that precedes the QAD, a COE cannot be filled out and a child cannot 

be enrolled in the MEP until after the child and worker each make a qualifying move.  

¶ Last name 1. Record the legal last name of each eligible child in the family. If the child has a 

multiple or hyphenated last name (e.g., Ramírez-García), record the first part of the name 

(i.e., Ramírez).  

¶ Last name 2. If the child has a multiple or hyphenated last name (e.g., Ramírez-García), 

record the second part of the name (i.e., García). If the child does not have a multiple or 

hyphenated name, write a dash (-) or òN/A.ó 

¶ Suffix. Where applicable, record the childõs generation in the family (e.g., Jr., Sr., III, 3rd).  

Otherwise, write a dash (-) or òN/A.ó 

¶ First name. Record the legal first name of each eligible child in the family. This is the name 

given to the child at birth, baptism, or during another naming ceremony, or through a legal 

name change. Do not record nicknames or shortened names (e.g., Ale or Alex for Alejandra).  

¶ Middle name. Record the legal middle name of each eligible child in the family. This is the 

secondary name given to the child at birth, baptism, or during another naming ceremony, or 

through a legal name change. Do not record nicknames or shortened names (e.g., Ale or Alex 

for Alejandra). If the child does not have a middle name, write a dash (-) or òN/A.ó 

¶ Sex. Record the childõs sex: òMaleó or òFemaleó. States may abbreviate these responses as 

òMó or òFó, respectively. 

¶ Birth Date. Record the month, day and year the child was born. Use the two-digit number that 

refers to the month and day, and the last two digits of the year. For example, September 20, 

2003, would be written as 09/20/03 .  

¶ Multiple Birth Flag (MB). Record òYesó if the child is a twin, triplet, etc. Write òNoó if the child 

is not a twin, triplet, etc.). States may abbreviate these responses as òYó or òN,ó respectively. 

¶ Birth Date Verification Code (Code). Record the four numbers that correspond to the 

evidence used to confirm each childõs birth date (see the codes and corresponding evidence 
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listed below). States may choose to abbreviate the codes listed below by recording only the 

last two digits. 

A birth certificate is the best evidence of the childõs birth date, if available. If a birth 

certificate is not available, the interviewer may use another document to confirm the childõs 

birth date, including any of those listed below.  

¶ 1003 ð baptismal or church 

certificate; 

¶ 1004 ð birth certificate; 

¶ 1005 ð entry in family Bible; 

¶ 1006 ð hospital certificate; 

¶ 1007 ð parentõs affidavit; 

¶ 1008 ð passport; 

¶ 1009 ð physicianõs certificate; 

¶ 1010 ð previously verified school 

records; 

¶ 1011 ð State-issued ID;  

¶ 1012 ð driverõs license; 

¶ 1013 ð immigration document; 

¶ 2382 ð life insurance policy; or 

¶ 9999 ð other. 

If written evidence is not available, the interviewer may rely on the intervieweeõs verbal 

statement. In such cases, the interviewer should record ò1007ó ð the number that 

corresponds to òparentõs affidavit.ó   

Completing the Required Data Elements of the COE (Part II) 

Qualifying Move & Work Section.  

In this section, record the qualifying move and qualifying work information which the state believes 

documents the childõs eligibility for the program. Note that exceptions apply for moves within states 

comprised of a single school district and school districts of more than 15,000 square miles. See #1 

(immediately below) for how to document these exceptions. 

Throughout this section, the term òworkeró refers to the child(ren)õs parent/guardian or spouse who 

is a migratory agricultural worker or migratory fisher. The term òqualifying workó as used in this 

section refers to the new temporary or seasonal employment (or personal subsistence) in agriculture 

or fishing. The òqualifying movesó documented in this section are the qualifying moves that meet the 

MEP-eligibility criteria [i.e., #4 documents the move soon after which the worker engaged in 

qualifying work (or after which he or she actively sought qualifying work), and #1 documents the 

child(ren)õs moves as, or with or to join, the worker]. 

1. The child(ren) listed on this form moved due to economic necessity from a residence in 

_________ (School District/City/State/Country) to a residence in __________ (School 

District/City/State).  
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¶ from a residence in _________ (School District/City/State/Country). This location is the 

child(ren)õs last place of residency immediately prior to the qualifying move. Note that 

the child(ren) might have made subsequent non-qualifying moves.  

¶ to a residence in __________ (School District/City/State). This location is where the 

child(ren) resided immediately following the qualifying move as the worker, or with or to 

join, the worker. A qualifying move can never be made to a country outside of the United 

States. As mentioned previously, the child(ren) might have made subsequent non-

qualifying moves.  

o Exception. If the child(ren) migrated a distance of 20 miles or more to a temporary 

residence in a school district of more than 15,000 square miles: 

Á Record the name of the school district where the child(ren) resided 

immediately prior to and immediately following the qualifying move, in order 

to identify this move as one that meets the 20 miles criterion.  

o Exception. If the child(ren) moved from a residence in one administrative area to a 

residence in another administrative area within a U.S. state that is comprised of a 

single school district:    

Á Record the full legal or commonly used name of the administrative area 

where the child(ren) listed resided immediately prior to and immediately 

following the qualifying move.  

Provide as much of this information in these blanks as available. At a minimum (with the 

exception of states comprised of single school districts or school districts of more than 

15,000 square miles), the state must be able to document that the child moved from 

one school district to another and changed residences in the process. In the case of 

states comprised of a single school district, the state must be able to document that the 

child moved from one administrative area to another and changed residences in the 

process. In the case of school districts of more than 15,000 square miles, the state 

must be able to document that the child migrated a distance of 20 miles or more and 

changed residences in the process.  

If the child and worker moved from different previous residences, record the childõs prior 

residence in response to #1 and record the workerõs prior residence in the Comments 

section.  

2. The child(ren) moved (complete both a. and b.): 

a. Ã   as the worker, OR   Ã   with the worker, OR   Ã   to join or precede the worker. 

[Mark only one box] 

¶ Mark the box ò as a workeró if the child moved as the worker. 

¶ Mark the box òwith the workeró if the child(ren) moved with the worker.   

¶ Mark the box òto join or precede the workeró if the child(ren) moved either before or 

after the date the worker moved. If this box is marked, also complete òió under 2b.  

b. The worker, ______________ (First and Last Name of Worker), (Continued below) 
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¶ Record the first and last name of the individual who is a migratory agricultural worker 

or migratory fisher (i.e., the child(ren)õs parent/guardian or spouse, or the child ð if 

the worker). 

(Continued from above) é Ã is the child or the child(ren)õs Ã parent/guardian  Ã spouse. 

[Mark only one box]  

¶ Mark the box that indicates whether the worker is the child or the child(ren)õs 

relationship to the worker (i.e., parent/guardian or spouse).  

(Complete 2bi if òto join or precedeó is checked in 2a.) 

o The child(ren) moved on _________(MM/DD/YY). The worker moved on 

_________(MM/DD/YY). (provide comment)  

Á If the worker moved separately from the child(ren), record the date that 

the child(ren) moved to the school district listed in #1, and record the 

date the worker moved to the school district listed in #1. Also record the 

reason for the different move dates, and whether the worker moved from 

a different location than the child(ren), in the Comments section.   

3. The Qualifying Arrival Date (QAD) was ___________ (MM/DD/YY). Record the QAD, using the 

two-digit numbers that refer to the month and day, and the last two digits of the year. For 

example, May 20, 2016, would be written as 05/20/16.  

The QAD is the date that both the child and worker completed the move to the school district 

listed in #1. The child must have moved as a worker, or with or to join a parent/ guardian or 

spouse who is a migratory agricultural worker or migratory fisher. As referenced in #2a, the 

child and worker will not always move together, in which case the QAD would be the date the 

child joins the worker who has already moved, or the date when the worker joins the child 

who has already moved. (For more on òto joinó moves, see the NRG, Ch. II, E2.) The QAD is 

the date that the childõs eligibility for the MEP begins. The QAD is not affected by subsequent 

non-qualifying moves. For more information on determining the QAD, see the chart below. 

Type of Qualifying Move 

The child. . . 

Qualifying Arrival Date (QAD)--Eligibility Begins 

The QAD is. . . 

 . . .moved with the worker.  . . .the date the child and worker both arrived in the 

district.  

 . . .moved before the worker 

moved. 

 . . .the date the worker arrived in the district where 

the child was residing.  

 . . .moved to join the worker after 

the worker moved. 

 . . .the date the child arrived to join the worker.  

4. The worker moved due to economic necessity on _________(MM/DD/YY), from a residence 

in _______(School District/City/State/Country) to a residence in _______(School 

District/City/State), and: [Mark only one of the following boxes: either a or b.]  
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a. Ã engaged in new qualifying work soon after the move (provide comment if worker 

engaged in qualifying work more than 60 days after the move), OR  

¶ Mark this box if the individual listed as the worker in #2b moved due to economic 

necessity from a residence in one school district to another, and, soon after doing 

so, engaged in new temporary or seasonal employment (or personal subsistence) 

in agriculture or fishing.  

¶ Explain in the Comments section if the worker is determined to be a migratory 

agricultural worker or migratory fisher based on his or her engagement in new 

qualifying work more than 60 days after the qualifying move described in #4. 

b. Ã actively sought new qualifying work, AND has a recent history of moves for 

qualifying work (provide comment) 

¶ Mark this box if the individual listed as the worker in #2b moved due to 

economic necessity from a residence on one school district to another and 

actively sought new qualifying work before or after the qualifying move 

described in #4, and has a recent history of moves for qualifying work.  

¶ Explain in the Comments section how and when the worker actively sought new 

qualifying work. For example, the individual stated that he or she (or someone 

on his or her behalf) applied for qualifying work at a particular agricultural or 

fishing job site, or applied at a center that coordinates available qualifying work. 

¶ Explain in the Comments section the workerõs recent history. For example, the 

recruiter could write, òworker moved from Brownsville, Texas, to Decatur, 

Michigan, and planted tomatoes in May 2016, and moved from Decatur, 

Michigan to Presque Isle, ME, and picked potatoes in October 2016.ó 

5. The qualifying work*, _____________ (describe agricultural or fishing work), 

¶ Describe agricultural or fishing work. When describing the specific agricultural or 

fishing work, the recruiter should use an action verb (e.g., òpickingó) and a noun 

(e.g., òstrawberriesó). In other words, the recruiter should describe the workerõs 

action (e.g., òpickingó) and the crop, livestock, or seafood (e.g., òstrawberriesó). 

For example: picking strawberries; thinning sugar beets; pruning grapes; 

detasseling corn; catching chickens; planting oysters; walking (weeding) 

soybeans; and harvesting crabs.  

was (make a selection in both a. and b.):  

a. Ã  seasonal OR  Ã  temporary employment, (Continued below) 

¶ Mark the box for òseasonal employmentó if the employment occurs only during a 

certain period of the year because of the cycles of nature and that, by its nature, 

may not be continuous or carried on throughout the year. Examples include 

planting, cultivating, pruning, harvesting, and related food processing in 

agriculture. Also, planting and harvesting clams and oysters, fishing during 
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seasonal runs of fish, and related food processing in commercial fishing [34 CFR 

§ 200.81(o)]. 

¶ Mark the box for òtemporary employmentó if the employment lasts for a limited 

period of time, usually a few months, but not longer than 12 months. It typically 

includes employment where the worker states that the worker does not intend 

to remain in that employment indefinitely, the employer states that the worker 

was hired for a limited time frame, or the SEA has determined on some other 

reasonable basis that the employment is temporary. [34 CFR § 200.81(p)].  

b. Ã  agricultural OR  Ã  fishing work. 

¶ Mark the box for òagricultural workó if the work involves the production or initial 

processing of raw agricultural products such as crops, poultry, or livestock, dairy 

work, as well as the cultivation or harvesting of trees (Section 1309(2)  of the 

ESEA; 34 CFR § 200.81(a)). The work may be performed either for wages or 

personal subsistence.  

¶ Mark the box for òfishing workó if the work involves the catching or initial 

processing of fish or shellfish or the raising or harvesting of fish or shellfish at 

fish farms. [Section 1309(4) of the ESEA; 34 CFR § 200.81(c)]. The work may be 

performed either for wages or personal subsistence.  

 

¶ (*) Mark the box for òpersonal subsistenceó if òéthe worker and the workerõs 

family, as a matter of economic necessity, consume, as a substantial portion of 

their food intake, the crops, dairy products, or livestock they produce or the fish 

they catchó [34 CFR § 200.81(m)]. Also provide a comment in the Comments 

section.  

6. (Only complete if òtemporaryó is checked in #5a) The work was determined to be temporary 

employment based on: 

a. Ã   workerõs statement (provide comment), OR 

¶ Mark this box if the work was determined to be temporary employment based on 

a statement by the worker or the workerõs family (e.g., spouse) if the worker is 

unavailable (provide comment). For example, the worker states that he or she 

only plans to remain at the job for a few months. Provide explanatory comments 

in Comments section. 

b. Ã   employerõs statement (provide comment), OR 

¶ Mark this box if the work was determined to be temporary employment based on 

a statement by the employer or documentation obtained from the employer. For 

example, the employer states that he or she hired the worker for a specific time 

period (e.g., 3 months) or until a specific task is completed and the work is not 

one of a series of activities that is typical of permanent employment. Provide 

*If applicable, check: 

Ã personal subsistence (provide comment)   

 

*If applicable, check: 

Ã personal subsistence (provide comment)   
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explanatory comments in Comments section. Attach supporting documentation 

if available.  

c. Ã   state documentation for ______________   (employer). 

¶ Mark this box upon verification that the state has current documentation to 

support that the work described in #5 is temporary employment for this 

particular employer.  

¶ Employer. Identify the employer, whether it is the name of or code for a farmer, a 

grower, a business, or a corporation, where the worker engaged in qualifying 

work.  

Comments Section. (Must include 2bi, 4a, 4b, 5, 6a and 6b of the Qualifying Moves & Work 

Section, if applicable.) The òComments sectionó of the COE allows the recruiter to provide additional 

information or details that clarify the reasons for the recruiterõs eligibility determination. The recruiter 

should write clear and detailed comments so an independent party who has no prior knowledge of 

the eligibility determination can understand the recruiterõs reasoning for determining that the 

child(ren) is eligible. At a minimum, the recruiter must provide comments that clearly explain items 

2bi, 4a, 4b, 5, 6a, and 6b of the Qualifying Moves & Work Section, if applicable. The Comments 

section must be self-contained and include at a minimum, the required comments, but states may 

choose to divide the required comments into subsections. As mentioned previously, these items 

include the following scenarios documented in the Qualifying Moves and Work Section: 

¶ #2bi: The child(ren) and worker moved separately. If the child(ren) joined or preceded the 

worker, record the reason for the childõs later move or the workerõs later move. If the worker 

moved from a different school district than the child(ren), record the name of the school 

district in which the worker resided immediately prior to the move. 

¶ #4a: The worker engaged in new qualifying work more than 60 days after the qualifying 

move. 

¶ #4b: The worker did not engage in new qualifying work soon after the qualifying move. In this 

case, the recruiter must document that:  

o The worker actively sought new qualifying work; AND 

o The worker has a recent history of moves for qualifying work. 

¶ #5: The worker is a migratory agricultural worker or migratory fisher on the basis of òpersonal 

subsistence,ó meaning òthat the worker and the workerõs family, as a matter of economic 

necessity, consume, as a substantial portion of their food intake, the crops, dairy products, or 

livestock they produce or the fish they catch.ó (34 CFR § 200.81(m)). 

¶ #6a or 6b: The employment is temporary based on the workerõs statement or the employerõs 

statement. In particular, record the information provided by the worker or employer regarding 

how long they expect the employment to last. The comment should be of sufficient length to 

adequately document how the recruiter came to the eligibility decision.  
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ED recommends that the recruiter provide additional comments on the COE in the following 

circumstances and in any other circumstances in which a third party may question the eligibility 

determination:  

¶ The information on the COE needs additional explanation to be clearly understood by an 

independent outside reviewer.  

¶ The basis for the preliminary eligibility determination is not obvious. For example, the work is 

unusual enough that an independent reviewer is unlikely to understand that it is qualifying 

work. An explanation is needed to enable a reviewer to understand how the preliminary 

eligibility determination was made.  

¶ The work could be part of a òseries of activitiesó that, viewed together, would constitute year-

round employment (e.g., mending fences on a dairy farm and bailing hay could be two parts 

of year-round ranching with one employer). 

¶ The work may be viewed by an independent reviewer as either temporary or year-round 

employment (e.g., collecting eggs or milking cows). 

¶ A "move" is of such brief duration that one could question whether it was a move from one 

residence to another residence, due to economic necessity. 

¶ An interviewee uses a symbol such as an òXó or other valid mark as a signature. 

¶ The person who provided the information on the COE form (interviewee) is not the worker. 

¶ The mailing address is different from the child(ren)õs physical residence. 

¶ The child(ren)õs legal parent/guardian(s) differ from the current parent/guardian(s) listed.  

Interviewee Signature Section. The interviewee signs and dates the COE on the day the interview is 

conducted. The interviewee must also write his or her relationship to the child. 

I understand the purpose of this form is to help the state determine if the 

child(ren)/youth listed on this form is/are eligible for the Title I, Part C, Migrant 

Education Program. To the best of my knowledge, all of the information I provided  

to the interviewer is true. 

Signature, Relationship to the child(ren), Date 

The person who signs the COE must be the source of the information contained in the document and 

should verify any information provided by another source. If the interviewee is unable to sign his or 

her name, he or she must mark an òXó in the signature section and the recruiter must print the 

parentõs name and relationship to the child in the Comments section. If the interviewee refuses to 

sign his or her name, the recruiter must document the intervieweeõs refusal in the Comments section 

and print the intervieweeõs name and relationship to the child.  

If a state chooses to include other statements that require, for example, a parent/guardian signature 

specifically, the state can include those statements separately from the Interviewee Signature. ED 

strongly recommends that states obtain the approval of their legal counsel to ensure that additional 
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statements they add to this section comply with the applicable federal, state, and local laws and 

policies. 

The recruiter should make sure the interviewee understands what he or she is signing. The recruiter 

can do this by reviewing every line of the COE and confirming with the parent that the information is 

correct. If the interviewee can read, the recruiter should give the interviewee a blank copy of the COE 

form in his or her native language (if available) so the interviewee can follow along. Once the SEA-

designated reviewer reviews, signs, and dates, the COE, the MEP should send a copy of the COE by 

mail or hand-deliver it at a later date.   

Eligibility Data Certification. The recruiter signs and dates the COE on the day the interview is 

conducted.  

I certify that based on the information provided to me, which in all relevant aspects is 

reflected above, I am satisfied that these children are migratory children as defined 

in 20 USC 6399 and implementing regulations, and thus eligible as such for MEP 

services. I hereby certify that, to the best of my knowledge, the information is true, 

reliable, and valid and I understand that any false statement provided herein that I 

have made is subject to fine or imprisonment pursuant to 18 USC 1001.  

Signature of Interviewer, Date 

Signature of Designated SEA Reviewer, Date 

At least one SEA-designated reviewer must check each completed COE to ensure that the written 

documentation is sufficient and that, based on the recorded data, the child(ren) may be enrolled in 

the MEP. The SEA-designated reviewer must sign and date the COE on the day it was reviewed.  

NOTE: If an SEA wishes to add to any portion of the Eligibility Certification Section, it must submit its 

proposed statement to OME for approval.  

Processing and Storing the COE 

After the recruiter completes the COE, the SEA or LOA is responsible for reviewing the information on 

the document, and then storing and securing it appropriately. This process varies by state, but there 

are some basic guidelines for the recruiter and other ID&R staff. After the recruiter completes the 

COE and before it is forwarded to the next person for review, the recruiter should 

¶ Check the COE for accuracy. Are all the items filled in? Are the dates of birth, QAD, and 

residency date correct? Are the names spelled properly? Are the recruiterõs and the 

intervieweeõs signatures included? Is the writing legible? 

¶ Review the eligibility determination. Were all of the applicable eligible factors met? Is it clear 

from the information on the COE that the child is eligible for the MEP? Were comments 

provided? If so, would they be clear to an independent reviewer?  
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After the recruiter completes these checks, the recruiter must forward the COE to at least one SEA-

designated reviewer, usually a recruitment supervisor, local administrator, or other trained recruiter, 

who reviews the form. If the reviewer finds errors, the reviewer will return the form to the recruiter for 

corrections. If the form is complete and error-free, the reviewer signs and dates the COE to certify 

that, based on the information provided, each child listed is eligible for the MEP. Some states require 

additional reviews. Once the COE has the recruiterõs and the reviewerõs signatures, and it has gone 

through any other reviews the SEA requires, the COE is entered in the state MEP database. States 

that use electronic COEs generally have a comparable review process. These quality control checks 

help ensure that every COE is completed and that the information contained on the COE establishes 

eligibility under the MEP. States cannot provide services or include a child in the  

annual child counts reported to ED until the SEA (or its designee) has certified each child is eligible 

for the MEP. 

COEs contain personal information that, under FERPA and some state laws, is not authorized for 

public disclosure. For this reason, the recruiter should check with a supervisor about policies and 

procedures for storing and securing COEs. 

Record Keeping Requirements 

Generally, records must be maintained for three years after the date the grantee or local operating 

agency submits its last expenditure report for the period in question (Uniform Guidance, Subpart D, 2 

CFR § 200.333 ). If any litigation, claim, negotiation, audit, or other action involving the records has 

been started before the expiration of the three-year period, the records must be retained until 

completion of the action and resolution of all issues which arise from it, or until the end of the 

regular three-year period, whichever is later.  

In practical terms, the length of time that an SEA/LOA must keep a COE to meet this three-year 

retention period depends on whether the child makes subsequent qualifying moves which result in 

new QADs, which will increase the amount of time. For example, a COE that indicates that a child 

made a qualifying move in October 2012 means that the child will remain eligible, without another 

qualifying move, until October 2015. A child eligible in October 2015 would be included in the 

Category 1 child count for the period September 1, 2015 ð August 31, 2016 , and would generate 

funding for the state through fiscal year (FY) 2019. FY 2019 funds may be used, with carryover, until 

September 30, 2021. The SEA does not need to submit the final expenditure report for these funds 

to ED until as late as December 31, 2021. The three-year record retention period begins in 

December 2021 when the SEA submits the final expenditure report and runs until December 31, 

2024. Therefore, the SEA would have to keep this particular COE until December 31, 2024. (NRG, 

Ch. XI, C3). Of course, the SEA might have to keep this COE longer if there is any litigation, claim, 

negotiation, audit, or other action involving the record.  

The SEA/LOA should ensure that records are stored in an orderly fashion and readily available if 

needed. By carefully maintaining and preserving MEP records, the SEA  




























































































































































































































































































